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ABSTRACT 
Work engagement refers to the state of positive functioning of employees in their work roles. 
Work engagement continues to be an organisational aspiration and concern as it results in 
positive organisational outcomes. The aim of the current study was to investigate the 
relationship between contemporary career attitudes, work engagement and demographic 
factors, where contemporary career attitudes comprised of protean career attitudes and 
boundaryless career attitudes. A quantitative, cross-sectional survey design was administered 
to a sample of South African employees in the Gauteng province (n=211). The following scales 
were employed: a biographical questionnaire; Utrecht Work Engagement Scale (9 item 
version) (UWES); the protean career attitude was measured through the two subscales: Self-
directed career management (SDCM) and values driven (VD); the boundaryless career attitude 
was measured through the boundaryless mindset (BM) and mobility preference (MP). 
Correlational analysis was used to assess the relationship between contemporary career 
attitudes, work engagement and demographic factors. Independent-samples t-test were used to 
assess the significance of demographic factors on employees’ degree of contemporary career 
attitudes and levels of work engagement. In addition, standard regression was used to assess 
whether contemporary career attitudes and demographic factors significantly account for the 
variance in work engagement. The results indicated a positive relationship between protean 
career attitudes and work engagement while a negative correlation was found for boundaryless 
career attitudes and work engagement. In addition, no significant differences were found for 
gender on contemporary career attitudes and work engagement; significant differences were 
found for age with boundaryless career attitudes; significant differences were indicated for 
tenure and boundaryless career attitudes. General conclusions, limitations and 
recommendations for future research and practice are presented. 
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CHAPTER 1: INTRODUCTION 
 
1.1 Chapter Introduction 
The purpose of Chapter 1 is to provide a background on work engagement, 
contemporary career attitudes and demographic factors. A broad overview of the 
importance of work engagement and contemporary career attitudes will be discussed within 
the context of the current study. An in-depth problem statement will be discussed to outline 
the purpose of the current study. The relation of work engagement, contemporary career 
attitudes and demographic factors will be presented in context of the current study. Lastly, 
the chapter will conclude with an overview of the dissertation. 
 
1.2 Background 
 
The modern world of work requires talented workers who are psychologically involved 
with their work, proactive and devoted to high-performance standards. It is therefore not 
surprising that concepts such as work engagement are regarded as the most studied in modern 
organisational science literature (Bakker & Demerouti 2008; Lee, Kwon, Kim & Cho, 2016). 
According to Bakker and Demerouti (2008), the psychological connection that employees have 
with their work has reached critical levels in modern organisations. However, despite the 
plethora of studies on work engagement, it is still difficult to say just how far we are in 
accounting for the correlation between work engagement and employee performance. 
Generally, the challenge in providing a thorough comprehension of this correlation may be 
attributed, in part, to diverse employee needs, interests, attitudes and career behaviours 
(Geldenhuys, Łaba, & Venter 2014). It is thus imperative that modern organisations remain 
innovative in their efforts to improve productivity and employee performance.  
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Sullivan defined the boundaryless career attitude in the following manner “... a 
sequence of job opportunities that go beyond the boundaries of a single employment setting” 
(1999, p. 458). The boundaryless career attitude is conceptualised with two sub-dimensions. 
The first, boundaryless career mind-set, is a desire for variety in one’s work environments and 
confidence in one’s ability to transition between such environments (Sullivan & Arthur, 2006). 
The second, physical mobility preference, is a preference to frequently move between 
employers or, in some conceptualisations of this construct, between occupations or locations. 
The boundaryless career mind-set dimension has been compellingly correlated to openness to 
experience, which means that those individuals with a boundaryless career mind-set are able 
to break physical or psychological boundaries and are internally driven by autonomy and 
affiliation (Segers, Inceoglu, Vloeberghs, Bartram & Henderickx, 2008). This autonomous 
behaviour can lead to an individual employee having a preference for being resourceful in 
organising his or her work, and having an adaptive advantage, which allows an individual to 
perform successfully in changing environments (Deci & Ryan, 2000). Furthermore, employees 
with a boundaryless mind-set are inclined to possess a more positive personality (Briscoe, Hall, 
& DeMuth, 2006); these employees are also more inclined to initiate an individual, group or 
organisational level response to expected or existing change (Briscoe, Henagan, Burton, & 
Murphy, 2012). Contemporary employees are contended to have transactional contacts with 
employers wherein they emphasise self-interests, proactively seek out development 
opportunities, make career decisions based on a personal values system, and regularly change 
jobs, employers, and occupations (Briscoe & Hall, 2006; Sullivan & Arthur, 2006). 
The protean career attitude refers to individuals taking responsibility for managing 
their own careers and making career decisions based on personal values as opposed to 
organisational demands or merely to obtain materialistic rewards (Briscoe & Hall, 2006; Hall, 
1996). A protean career attitude entails protean careerist’s establishing suitable career goals 
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that autonomously direct their career paths (DiRenzo, 2010). On the other hand, employees 
who may not possess a protean career attitude will conform to organisational goals and wait 
upon supervisors to be provided with goals for development and performance (DiRenzo, 2010). 
Protean careerists are known for developing distinct goals and standards in achieving success 
(Briscoe et al., 2006). This is because of the self-directed and values-driven attitudes that ensure 
the establishment of goals that allow the fulfilment of the employees’ values (Briscoe & Hall, 
2006). 
Protean career attitudes are measured using two dimensions which are: self-directed 
career attitude and values driven. The latter refers to making choices and evaluating success 
based on a set a personal values, as opposed to standards set by the organisation or others 
(Briscoe & Hall, 2006; Hall, 2004).  The former is also correlated with a positive or proactive 
personality; this is because a self-directed attitude and a positive personality have an agentic 
nature and aspect. This refers to the motivation to take charge of events as opposed to being in 
command of those events (Briscoe et al, 2006). Furthermore, a positive personality is regarded 
as a trait precursor of engagement (Macey & Schneider, 2008). Additionally, the agentic nature 
of a self-directed attitude may possibly result in higher state engagement in one’s work (Segers 
et al., 2008). 
Traditionally, employee career behaviours have been explained using the objective 
(external) approaches to career success as indicated by an employee’s achievements such as 
compensation, promotion, and status (Arthur, Khapova, & Wilderom, 2005; Lee et al., 2016; 
Schreuder & Coetzee, 2015). However, more contemporary alternative explanations of 
employee career behaviour in organisations have emerged (for example, protean and 
boundaryless career attitudes) that emphasise internal (subjective) vocational accomplishment; 
these manifest in employee job satisfaction, self-awareness, adaptability, and learning (Arthur 
et al., 2005; Briscoe & Hall, 2006; Hall, 1996; Lee et al., 2016; Schreuder & Coetzee, 2015).  
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In the current contemporary career environment, employees have become principal role 
players in managing their own career progressions (De Vos & Segers, 2013). This role is 
achieved when employees engage in those activities that enrich their career self-management 
abilities, which allows employees to initiate career options that enable them to reach personal 
career goals and warrant their employability (Hall, 2002; Sullivan & Baruch, 2009). The 
current study aimed to provide an understanding of those subjective employee career 
behaviours that can give rise to the experience of work engagement, which, in turn, can enhance 
performance and productivity at the individual and organisational level. 
It is important to note that work engagement is more than commitment; it is an 
improved state of thinking and acting that brings forth both personal fulfilment and positive 
contributions for the organisation (Demerouti, Bakker, De Jonge, Janssen, & Schaufeli, 2001; 
Saks, 2006; Schaufeli, Salanova, Gonzalez-Roma & Bakker, 2002). Additionally, Saks (2006) 
maintains that literature has shown that those employees who are engaged in their work are 
likely to be retained by their organisation as opposed to their less engaged counterparts (Saks, 
2006). 
One may enquire as to how the protean and boundaryless approaches to career 
behaviour relate to work engagement research and challenges. Firstly, work engagement is 
deemed a temporal mental condition that is likely to vary in response to individual events 
(Sonnentag, Dormann, & Demerouti, 2010) and tends to focus on non-career related factors 
such as employee occupational functioning or employees’ concern for an upcoming endpoint 
(Lee et al., 2016). In contrast, career development adopts a long-term perspective. According 
to Noe (2002), managers seem less eager to engage in employees’ long-term career 
development planning. This is due to managers lacking interpersonal career counselling skills 
and preferring to direct their attention to more present work end results or pressing vocational 
issues (Noe, 2002). Therefore, in the current study it was significant to investigate how these 
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varying time perspectives influence work engagement among employees. Despite studies 
indicating that work engagement enhances employee performance, it is not yet fully evident 
how employees’ work engagement may be enhanced through long-term viewpoints of careers, 
such as contemporary career attitudes. 
The second way in which the protean and boundaryless approaches to career behaviour 
relate to work engagement research and challenges has to do with the previously highlighted 
perspectives and indicators of career success (i.e., objective versus subjective career success). 
Modern employees find themselves in more strenuous work environments than ever before 
(Lee et al., 2016). For example, workers in modern organisations work longer hours and senior 
managers are faced with relatively heavier workloads compared to previous traditional work 
settings (Lee et al., 2016). In return, organisations tend to focus their employee compensation 
strategies on the conventional objective indicators of career success, such as higher 
compensation and positions in the hierarchy of the organisation (Lee et al., 2016). Since career 
development is indicated in various studies as one of the drivers of work engagement, 
organisations may need to align their career development practices with subjective indicators 
of career success (Lee et al., 2016; Sonnentag et al., 2010). Organisations should also consider 
sustaining work engagement over time by focusing on modern subjective career approaches to 
career behaviour such as contemporary career attitudes.  
Taking into consideration common economic challenges such as job insecurity and the 
reshaping of traditional economies, employees are likely to experience challenges in 
committing to occupations and tasks as a result of a belief that they may not obtain subjective 
career success (Lee et al., 2016). With continuous globalisation in the current era employees 
are expressing their own values in the formation of their careers (Pettersson, 2003). To remain 
relevant to modern career development approaches, organisations may need to focus more on 
contemporary career development practices that will enhance the subjective, long-term 
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perspectives adopted by modern workers in their pursuit of career success (Lee et al., 2016). 
According to Lee et al. (2016), proper career-development practices may enhance work 
engagement among employees. A lack of such career-development practices may reduce 
employees’ internal personal resources, “leading to psychological exhaustion in the short-term 
and substandard performances in the long term” (Lee et al., 2016, p. 45). 
Interestingly, Schaufeli and Bakker (2004) maintain that work engagement levels are 
generally impacted by employees’ demographic characteristics more specific to the current 
study, demographic characteristics such as age, gender and job tenure. Thus, this compels an 
investigation into how demographics may influence employees’ levels of work engagement. 
For an instance, Rotich, Cheruiyot and Korir (2016) found that employees appear to experience 
differences in work engagement levels. There is also a common belief that women are more 
devoted to their family responsibilities than their careers while the opposite is believed about 
men.  
However, Schaufeli and Bakker (2004) maintain that male and female employees 
generally have the same experiences of work engagement. Additionally, previous studies have 
maintained that age may explain and impact the career perspectives (protean and boundaryless 
career attitudes) adopted by employees (Loonen, 2016). Given that demographical influences 
on constructs such as work engagement may differ, this makes it even more worthwhile to 
explore how demographic factors will influence the work engagement and contemporary career 
attitudes of the current study’s sample. Therefore, demographic factors may prove to be a 
significant influence on the contemporary career attitudes of employees. 
The South African population comprises, mostly, of the youth and this makes it 
significant to investigate how demographic differences such as age would impact employees’ 
psycho-social career meta-capacities and thus their work engagement (Potgieter, 2012). 
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Additionally, an investigation into whether career orientations, such as contemporary career 
attitudes, will be consistent across demographic groups is of significance for organisational 
research and practice as there is a demographical shift in the labour forces across the world 
(United Nations, 2013).  
There is mounting obligation to improve the representation of women in organisations 
and in leadership positions thereof (McKinsey & Company, 2015). Therefore, demographics 
certainly have a place in organisational research undertakings such as the current study. A 
comprehension of whether demographic groups are at variance in their career management 
perspectives and the impact of these career management perspectives on demographic groups’ 
career behaviour and success is significant for guaranteeing fair and equitable management of 
all workers (Foldes, Duehr, & Ones, 2008; Ones & Anderson, 2002). This is especially relevant 
in the South African employment context where fairness and equity are of importance. 
Moreover, investigations of demographical differences with regards to contemporary career 
orientations and attitudes have relevance in ensuring understanding and the proper management 
of general societal challenges (White House, 2015). 
1.3 Research Problem 
 
A research problem is a basic statement that substantiates the requirement for a particular 
study; it provides a description of the main reason for the research (Walliman, 2006).  
Work engagement and employee career development are important and interrelated aspects 
in human resource management within organisations (Lee et al., 2016). However, despite the 
amount of research on work engagement and contemporary career attitudes, more empirical 
studies are still needed to comprehend the correlation concerning career-related concepts, more 
specifically protean and boundaryless career attitudes with employees’ psychological 
connection to their work (work engagement). Currently, there are minimal studies conducted 
on the career-engagement relationship. Even more scarce are studies that investigate the 
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correlation concerning work engagement and modern internal (subjective) career-related 
constructs such as protean and boundaryless career attitudes. The current study aimed to 
investigate how South African employees perceive their careers in the form of their 
contemporary career attitudes and the effect thereof on employees’ level of work engagement. 
It is crucial for modern organisations and practitioners to comprehend how these constructs 
influence overall organisational performance (Lee et al., 2016). A study of the hypothesised 
correlation of contemporary career attitudes with work engagement will go a long way to 
addressing what Lee et al. (2016) refer to as an “engagement problem” facing organisations. 
The engagement problem refers to the world wide state of low levels of employee engagement; 
according to a Gallup study, only 13% of employees in the Middle East and North Africa are 
engaged (Gallup, 2017). It was thus the intention of the current study to examine the correlation 
involving contemporary career attitudes and work engagement. The current study attempted to 
provide an empirical indication of how the hypothesised correlation between contemporary 
career attitudes and work engagement for South African employees appears. 
Thus, the current study intended to answer the following questions: 
• Is there a relation between contemporary career attitudes and 
work engagement among South African employees?  
• Is there a relation between contemporary career attitudes and 
demographic factors among South African employees? 
• Is there a relation between work engagement and demographic 
factors among South African employees? 
1.4 Purpose  
 
The purpose of the current study was to determine the relationship between contemporary 
career attitudes: protean and boundaryless career attitudes, work engagement and demographic 
factors among South African employees.  
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1.4.1 Research objectives: 
 
It is against the background of the current study’s research purpose that the following 
research objectives were formulated: 
• To conceptualise the theoretical relation between contemporary career 
attitudes and work engagement 
• To determine the level of work engagement within a sample of South 
African employees 
• To determine the degree of contemporary career attitudes in a sample of 
South African employees 
• To determine the correlation between contemporary career attitudes, 
work engagement, and demographic factors (age, gender, and tenure) in a sample of 
South African employees 
• To determine whether there are significant differences in work 
engagement and contemporary career attitudes according to demographic factors (age, 
gender, and tenure) in sample of South African employees 
• To determine whether contemporary career attitudes and demographic 
factors (age, gender, and job tenure) significantly explain the variance in work 
engagement in a sample of South African employees  
1.5 Chapter Conclusion and Structure of Manuscript 
 
Chapter 1 has presented an orientation to the study and focuses on those aspects that are 
related to the background of the study, the motivation for the study and the research problem 
(problem statement). The chapter was a discussion of the problem presented by the current 
study which was to investigate subjective career behaviours such as contemporary career 
attitudes and how they impact or relate to work engagement. The dissertation will proceed in 
the following manner. 
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Chapter 2, the literature review, will be a discussion of the current study’s constructs: 
contemporary career attitudes, work engagement and demographic factors. The paradigmatic 
and conceptual foundation of work engagement will be presented. This is followed by a 
theoretical framework of work engagement. The theoretical framework of contemporary career 
attitudes will be discussed followed by the conceptual foundation of protean career attitudes 
and boundaryless career attitudes. Demographic factors will be discussed in relation to the 
current study, followed by literature on contemporary career attitudes, Work engagement with 
demographic factors. Lastly, literature on contemporary career attitudes and their interaction 
with work engagement is presented. 
Chapter 3 will contain a discussion of the research methodology employed in the 
current study. The research paradigm and approach will be discussed, followed by a discussion 
of the research design utilised in the current study. Thereafter, the sampling strategy and 
participants of the current study will be detailed. The measuring instruments utilised in the 
current study will be given, followed by methods of data analysis. Lastly, the ethical 
considerations adhered to in the current study will be presented.  
Chapter 4 is a presentation of the results of the current study and a discussion thereof. 
The chapter presents detailed statistical analyses and discussion of the study’s data in the 
following order: the confirmation of reliability of the scales used in the current study; 
demographic composition of the current study’s participants; the descriptive statistics of the 
current study’s scales; correlational analysis; inferential statistics and linear regression.  
The Chapter contains a discussion of the present study’s results as follows: the results 
of the hypothesised relationships: contemporary career attitudes, work engagement and 
demographic factors. Next, contemporary career attitudes with work engagement is considered, 
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followed by work engagement with demographic factors, and finally contemporary career 
attitudes and demographic factors. 
Chapter 5 will contain a discussion of the study’s general conclusions followed by 
limitations and recommendations for future research. The current study will be briefly 
summarised followed by a summary of each chapter of the dissertation.  
Each chapter is introduced with its own brief chapter introduction and summarised in a 
short chapter conclusion. The reference list will conclude the dissertation, in line with the 
guidelines for correctly acknowledging sources. 
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CHAPTER 2: LITERATURE REVIEW 
 
2.1 Chapter Introduction 
 
This chapter contains a discussion on the constructs of the current study: contemporary 
career attitudes, work engagement and demographic factors. Work engagement will be 
discussed conceptually and the job demands-resources model of work engagement will be 
discussed as it was contextualised in the current study. The theoretical framework for 
contemporary career attitudes as contextualised for the current study will be presented. The 
conceptual foundation of contemporary career attitudes (protean and boundaryless career 
attitudes) will also be discussed. Demographic factors will be presented in relation to work 
engagement and protean and boundaryless career attitudes. The author of this study has 
attempted to emphasise the importance of investigating protean career attitudes, boundaryless 
career attitudes, work engagement and demographic factors and how this correlation may 
impact employee and organisational performance in the modern-day context, particularly for 
the South African organisation. It is against this background that the main focus of the current 
study is grounded and relevant aspects highlighted. 
2.2 Positive Psychology as a Paradigm of Work Engagement 
 
Positive psychology is the foundation largely responsible for the development of work 
engagement research in academia (Schaufeli, 2013). In accordance with the philosophy of 
positive psychology, businesses have become concerned with and committed to providing 
conducive work settings for employees to be healthy and engaged (Schaufeli & Salanova, 
2007). Luthans (2002) echoes the above statement by calling for a positive method in 
organisation and management in which positively oriented human capital strengths and 
psychological facilities are applied and can also be assessed, developed and managed for 
enhancing performance in workplaces. Work engagement plays a critical role in this endeavour 
as work engagement provides a positive definition for employee functioning and health, 
13 
 
 
additionally, work engagement has proven to result in positive individual and organisational 
outcomes (Davids, 2011). 
Furthermore, positive psychology is a term used to inspire research into the application 
and study of strengths, virtues, excellence, thriving, flourishing, resilience, flow, and optimal 
functioning (Tahiliani, Mishra, Singh & Banerjee, 2017). Additionally, Seligman and 
Csikszentmihalyi (2000) asserted that psychology was no longer focusing on creating 
“knowledge of what makes life worth living” (p. 5). In this regard, positive psychology became 
a stimulating new orientation and concentration on strengths and what makes life worth living 
as opposed to conventional research paradigms (Tahiliani et al., 2017). 
In addition, Gable and Haidt (2005) maintain that psychology at the time was not 
centring on positive aspects such as happiness or civic engagement. Rather, psychology was 
focussing on helping people rise from adversaries, but not helping people thrive. Another way 
to describe this was that psychology entailed the study of helping people get from nothing to 
something, but it was not focusing on helping people rise from something to a more exceptional 
state of being (Gable & Haidt, 2005). 
Seligman and Csikszentmihalyi (2000, p.5) assert that the birth of positive psychology 
was ‘‘. . .to begin to catalyse a change in the focus of psychology from pre-occupation only 
with repairing the worst things in life to also building positive qualities’’. Furthermore, positive 
psychology is regarded as the circumstances and activities that result in the best performance 
of persons and organisations (Gable & Haidt, 2005). Thus, the need to realise the positive side 
of human processes and circumstances as compared to only the negative side such as bad 
relations amongst people, is how positive psychology came into effect (Gable & Haidt, 2005). 
Additionally, Seligman and Csikszentmihalyi (2000) describe positive psychology as the study 
of strong points and good qualities of human beings. 
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Peterson (2006) maintains that positive psychology concerns itself with the rectification 
of the unpleasant qualities and expansion on the best qualities. Positive psychology is thus 
about focussing on the strong points while understanding the weaknesses, focusing on the 
pleasant things in life just as it rectifies the unpleasant and enhancing the lives of healthy 
individuals as well as rectifying the lives of unhealthy people (Peterson, 2006). The goal is to 
work on adaptive activities and pleasant endings resulting from both negative and positive 
circumstances (Wong, 2011). 
Positive psychology in the workplace focuses on the aspects that are healthy in 
employees and organisations (Bowling, 2009). Employees who are happy display their 
strengths in the work that they do (Bowling, 2009).  Thus, work engagement is a focus of 
optimal functioning. It is also the experience an employee will have with work; this experience 
with work is often described as energetic, significant and as an activity to which the employee 
will dedicate his or her time to (Bakker & Demerouti, 2008).   Positive psychology aims to 
shift the focus towards mental health and those factors that build human strength (Tahiliani et 
al., 2017). Positive psychology is said to occur at different levels (Tahiliani et al., 2017). It 
occurs at the subjective level (also known as subjective experiences), such as well-being, hope 
and optimism for the future. It also occurs at the micro level, which involves experiences of 
love, wisdom, forgiveness and related positive traits. Lastly, positive psychology can also occur 
at the macro level involving experiences of good citizenship behaviour, responsibility, altruism 
and strong work ethic, which are important for organisational success. 
According to Tahiliani et al (2017), positive psychology needs to be applied 
continuously in organisations. Some of the ways in which it can be successfully applied is 
through transparency, accommodative work views, a good work culture and equality in the 
workplace. Additionally, if positive psychology is enacted successfully, it can lead to 
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employees using their skills when performing their work duties and thus being engaged in their 
work (Tahiliani et al., 2017). 
Units of the North-West University are pivotal in South African research and interest into 
positive psychology (Coetzee & Viviers, 2007). Thus, in South Africa, positive psychology is 
applied in workplace initiatives such as wellness programmes and in sharing knowledge 
through wellness conferences. Additionally, a South African study on the overview of research 
on positive psychology in the country revealed that positive psychology activities are seen in 
events such as the South African National Wellness Conferences and the South African Work 
Wellness Conference. 
2.3 Conceptual foundation of Work Engagement 
 
In literature, employee engagement and work engagement are utilised synonymously, in 
this study the term used is work engagement. Work engagement is described as an individual’s 
affiliation with their work (Schaufeli, 2013). According to Lockwood (2007), work 
engagement is also regarded as the business initiative linked with organisational success. One 
of the pioneers of work engagement is William Kahn, who describes work engagement as the 
‘‘harnessing of organization member’s selves to their work roles: in engagement, people 
employ and express themselves physically, cognitively, emotionally and mentally during role 
performances’’ (Kahn, 1990 p. 694). Therefore, when individual workers connect closely with 
the work that they do and can impose their individual characteristics on the work roles they 
fulfil they may be perceived as engaged. 
Shuck (2011) consolidated the following four approaches as encompassing the holistic 
elements of engagement. The needs-satisfying approach is viewed from the definition provided 
by Kahn (1990) which involves the “harnessing of organization members’ selves to their work 
roles” (Schuck, 2011, p. 310). In this approach engagement is portrayed when the employee 
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expresses their best self on their job (Kahn, 1990). However, this approach is often not used in 
research (May, Gilson & Harter, 2004). 
Antithesis of burnout is derived from occupational health psychology and describes 
work engagement as the contrast of burnout, in which all the aspects of burnout- fatigue, 
pessimism, and lack of accomplishment- are exact contrasts of the aspects of engagement- 
vitality, immersion, and efficacy, to be precise (Maslach & Leiter, 1997). Thus, employees 
reporting elevated feelings in work engagement will likely report minimal levels on burnout. 
Employees who experience work engagement are inclined to experience vitality, immersion 
and efficacy; these employees are less prone to experiencing fatigue, pessimism and lack of 
success. Maslach and Leiter (1997) assert that burnout is anti the experience of work 
engagement, this is because the aspects of vitality in engagement manifests as fatigue in 
burnout, immersion converts to pessimism, and efficacy manifests as ineffectiveness. 
However, employees who feel engaged in their work will manage the demands that come with 
their work efficiently (Britt, Adler & Bartone, 2001). Work engagement therefore may assist 
individuals cope effectively with demanding work activities. 
The satisfaction-engagement approach involves engagement and job satisfaction.  This 
is because there were overlaps between work engagement and job satisfaction of employees; 
measurement tools indicated that items that measured engagement were identical to items 
measuring job satisfaction and significant outcomes were found between engagement and 
organisational outcomes, such as satisfaction, productivity, turnover, and profits (Harter, 
Schmidt, & Hayes, 2002, p. 269). 
The final approach is the multidimensional approach, in which engagement is “a 
distinct and unique construct consisting of cognitive, emotional, and behavioural components 
that are associated with individual role performance” (Saks, 2006, p.602). The focal point of 
this approach is on job engagement and organisational engagement in which the former is the 
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execution of the work role and the latter is carrying out the work role as an organisational 
member (Saks, 2006). 
The above approaches to work engagement contain different elements of engagement; 
the needs-satisfying approach emphasises the relationship engagement has with carrying out 
the work role; the antithesis of burnout approach focuses on the welfare of the employee as 
opposites of negative states such as burnout; the satisfaction-engagement approach emphasises 
its perspective of engagement as correlated to resourceful jobs; and lastly, the multidimensional 
approach focuses on engagement as it relates to an employee’s identification with his or her 
job and employing organisation (Schaufeli, 2013). 
Macey and Schneider (2008) maintain that the crucial matter to consider when defining 
engagement is that it must contain all elements that have been ascribed to engagement. As a 
result, these authors created a conceptual framework that seeks to integrate all the elements of 
engagement. Trait engagement asserts that engagement is related to an individual having an 
inclination to experience life from a specific perspective, such as having proactive personal 
traits portrayed by feelings of enthusiasm. State engagement is regarded as a psychological 
state engagement resulting from trait engagement and also regarded as the immersion and 
fulfilment elements of engagement. Lastly, behavioural engagement is regarded as non-
compulsory effort in which an individual may do more than what is required of them. However, 
Saks (2006) maintains that engagement can be a subjective experience by the individual and is 
thus what the individual perceives it to be- in this regard; engagement is at the discretion of the 
individual who experiences it and may or may not contain all the prescribed elements of 
engagement. 
Additionally, a frequently quoted description of work engagement is that by Schaufeli 
et al. (2002) who asserted that work engagement is ‘a positive, fulfilling, work-related state of 
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mind that is characterised by vigour, dedication and absorption’ (p. 74). Vigour refers to having 
a great deal of strength and cognitive resistance during the performance of work activities.  
Dedication involves having a great deal of involvement in the work activities an employee may 
be engaged in while feeling passion, meaning, stimulation, delight and challenge. Absorption 
involves working in a state of flow where an employee is engaged with the work activities to 
an extent that he or she is unaware of the time spent in that work activity. In accordance with 
the above definition of work engagement, the concepts of vigour, dedication and absorption 
comprise three different components of work engagement, namely physical, emotional and 
cognitive. These are briefly described in the following section. 
In relation to the physical component of work engagement, vigour, authors Chughtai 
and Buckley (2008) suggest that higher levels of vigour predict an individual’s ability to 
dedicate themselves to work without being easily fatigued, and inclination to be steadfast and 
persevering in difficult tasks.   
Dedication comprises of the emotional element of work engagement, and is often 
regarded as dedicating one’s entirety or affection into one’s job (Schaufeli et al., 2002). 
Furthermore, dedication predicts an individual employee’s firm identification with their work 
(Chughtai & Buckley, 2008) and also includes feelings of zeal, passion, pride and challenge 
(Schaufeli et al., 2002). Moreover, dedication is a sign of an individual’s attentive involvement 
to his or her work which is met with a sense of meaning (Geldenhuys, 2009; Schaufeli et al., 
2002).  
Lastly, the cognitive element of work engagement is related to absorption, this refers to 
individual employees’ becoming immersed in their work to the point at which they begin to 
disregard their immediate surroundings, such as the passing of time (Chughtai & Buckley, 
2008; Schaufeli et al., 2002). This also relates to being fully attentive, engrossed, and finding 
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significance in one’s work. Schaufeli et al (2002) maintains that such individuals find difficulty 
removing themselves from their work. 
Work engagement is also related to various important positive work attitudes. Schaufeli 
and Bakker (2008) maintain that positive work attitudes such as job satisfaction, job 
involvement, organisational commitment, and low turnover intention, are seen in correlation 
to work engagement. Additionally, engaged employees are likely to create their own positive 
feedback regarding admiration, credit and success stemming from their proactive attitude and 
levels of activity (Bakker & Demerouti, 2008). It is important to acknowledge that engaged 
employees also experience exhaustion after long days of working hard; however, the difference 
is that such employees appreciate and experience their exhaustion as a positive state as it relates 
to positive triumphs (Bakker & Demerouti, 2008). Importantly, employees who are engaged 
will experience work as fun, and yet still manage to enjoy various things outside of their work 
(Bakker & Demerouti, 2008). Interestingly, literature demonstrates a consistent positive impact 
that work engagement has on employee and organisational performance. 
A study on Danish midwives by Engelbrecht (2006) demonstrated that work 
engagement may also convert into behaviour. Participants in the Danish study were instructed 
to name an employee or colleague they regarded as engaged in their work. Participants named 
and described an individual employee who “has a positive attitude towards her work and she 
is happy for the things she is doing. The love (for her job) is expressed through the passion 
with which she fulfils her daily tasks. In addition to the normal tasks of a midwife, she is also 
engaged in other job-related but voluntary activities at the ward” (Engelbrecht, 2006, p. 154).  
This is an indication that engaged employees harness their personal traits to their work 
life and possess a work ethic that extends beyond their prescribed work activities. Additionally, 
research indicates that engaged employees are inclined to produce high-performance 
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organisational outcomes as considered through improved sales, enhanced productivity, 
profitability and improved employee retention (Rogers, 2001). Work engagement is thus a 
positive state that impacts organisational and employee performance and it is therefore 
fundamental to comprehend the factors that give rise to work engagement. 
2.4 Drivers of Work Engagement 
 
The drivers of work engagement as they relate to current study are discussed in the 
succeeding sections, followed by the theoretical framework that embodies work engagement 
for the context of the current study. 
2.4.1 Job resources 
 
Job resources are “the physical, social or organisational factors of a job which can possibly 
decrease job demands and the associated physiological costs, assist in accomplishing work 
goals and promoting personal growth, learning and development” (Bakker & Demerouti, 2007, 
p. 312). Job resources can include social support from one’s colleagues and managers, feedback 
on performance, varied skills, autonomy and learning opportunities; which are understood to 
be positively correlated with work engagement (Bakker & Demerouti, 2007; Schaufeli & 
Salanova, 2007). 
2.4.2 Personal resources 
 
Personal resources relate to the positive self-evaluations that are also related to commitment 
and an individual’s ability to control and influence his or her environment for success (Hobfoll, 
Johnson, Ennis & Jackson, 2003). These positive self-evaluations are maintained to be 
predictive of performance and job satisfaction (Judge, Bono, Erez & Locke, 2005). This is the 
case because individuals with positive self-evaluations are expected to have a sense of self-
regard and goal self-concordance (Judge et al., 2005). Goal self-concordance is related one’s 
motivation to accomplish goals, higher performance, and satisfaction (Luthans & Youssef, 
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2007). Storm and Rothman (2003) conducted a cross-sectional study with South African police 
officers and found that officers who were engaged in their work (work engagement) made use 
of an active coping style in which they became problem-oriented and took action to manage 
stressors. Thus, positive personal resources can be linked to work engagement. Furthermore, 
several authors have reported, in their South African studies, that work engagement is a positive 
organisational outcome and in some instances results in employee happiness and commitment 
(see Coetzee & Rothmann, 2005; Jackson, Rothmann & Van de Vijver 2006; Rothmann & 
Jordaan, 2006). 
2.5 Theoretical Framework: Job Demands-Resources Model of Work Engagement 
 
The current version of the Job Demands-Resources Model of engagement proposes that 
high job demands lead to strain and health impairment (health impairment process), and high 
resources lead to increased motivation and higher productivity (motivational process) 
(Schaufeli & Taris, 2014). The health impairment process refers to the construct of burnout 
where employees go through exhaustion, while the motivational process refers to a state where 
work environments of employees foster dedication and effort to work (Schaufeli & Taris, 
2014). Personal and job resources in the model are suggested to lead to engagement. Personal 
resources are defined in terms of resilience and control, this may decrease burnout and increase 
engagement, while job resources are defined in terms of opportunities for development and 
control (Schaufeli & Taris, 2014). Xanthopoulou, Bakker, Demerouti, and Schaufeli (2009) 
reported in their 18-month longitudinal study that personal resources (self-efficacy, optimism, 
and organisation- based self-esteem) later predicted work engagement, next to job resources 
(control, supervisory coaching, feedback, and opportunities for development). The results of a 
South African study by Coetzee and Rothmann (2007) indicated a relationship between job 
demands, jobs resources and work engagement. Job resources such as organisational support, 
development opportunities, social support and opportunities to progress in one’s job were 
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correlated with work engagement. These results substantiate the job demands-resources model 
assumptions and the relevance of the model to explain South African employees’ experiences 
with work engagement.  Moreover, Xanthopoulou, Bakker, Demerouti and Schaufeli (2007) 
maintain that the job demands-resources model involves the notion that job resources and 
personal resources are beneficially linked and thus personal resources can be sufficient 
predictors of work engagement on their own. Therefore, those employees with personal 
resources such as optimism, resilience and self-esteem will be more engaged in their work 
(Bakker & Demerouti, 2008). 
According to Bakker and Demerouti (2007), the job resources and personal resources 
are related and can independently lead to work engagement. Additionally, job demands have 
an impact on the ability of job and personal resources to be motivators for employees’ 
engagement in their work (work engagement). Work engagement leads to performance and 
positive organisational outcomes such as creativity. An engaged employee performs better, 
shows creativity and is beneficial human capital in an organisation. 
2.6 Theoretical Framework: Contemporary Career Attitudes 
 
In a study by McDonald and Hite (2008), the authors conclude that employees view success 
as far more than reaching high-ranking positions in the organisation. Employees are innately 
motivated to reach their full potential and this captures the premise of the self-determination 
theory. The self-determination theory (SDT) is known as a general theory of personality and 
motivation that is concerned with how people interrelate with and are influenced by their social 
environments (Legault, 2017). The self-determination theory focuses on the essential 
psychological needs of independence, competence and affiliation and their crucial role in self-
determined motivation, happiness and development. Self-determination theory emphasises the 
important impact that the social and cultural settings have in enabling people’s essential 
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psychological needs, professed sense of self-direction, performance and well-being (Legault, 
2017). 
Fundamentally, self-determination theory has two supreme forms of motivation. These 
are intrinsic and extrinsic motivation. With intrinsic motivation, an individual will engage in 
an activity for the sake of fulfilment (Meyer & Gagne, 2008). This means that the motivation 
to accomplish a particular action arises from an individual’s subjective or internal drive. On 
the other hand, extrinsic motivation involves the engagement in an activity to achieve 
instrumental accomplishments (Meyer & Gagne, 2008). This means that the motivation to 
accomplish a particular action will arise from an individual’s external or objective drive. 
According to Gagne and Deci (2005), extrinsic motivation can take two forms which are 
external regulation and integration.  External regulation includes accomplishing an action for 
hopes of a remuneration or to prevent retribution, while, integration involves a manifestation 
of one’s nature. 
Additionally, self-determination theory is also based on the premise that the “key to 
autonomous regulation is satisfaction of basic psychological needs” (Meyer & Gagne, 2008, p. 
61). This means that universal needs are fundamental for optimal human growth. These 
universal needs include competence, independence and affiliation (Cihangir-Çankaya, 2009; 
Deci & Ryan, 2000; Ryan & Deci, 2000).  
Self-determination theory is also based on the essential humanistic premise that human 
beings are innately and enthusiastically oriented to growing and self-organising (Legault, 
2017). This means that people will invest their energies in developing and having an 
understanding of themselves through assimilating new experiences; nurturing their needs, 
desires, and interests; and by connecting with others and the external world. However, self-
determination theory emphasises that people should not be perceived as controllable, destroyed 
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and estranged should their essential needs for independence, competence and affiliation be 
unmet by their underproviding social environment (Legault, 2017). Instead, individuals are 
perceived as consistently engaging in an interaction with the social world, seeking to satisfy 
their needs as well as managing the conditions of the environment. This is known as the person-
environment interaction, which implies that people may either become engaged, curious, 
connected, and whole; or they can become demotivated, ineffective, and detached (Legault, 
2017). 
In the context of the current study, and working from the theoretical basis of self-
determination theory, the researcher postulates that employees adopt protean and boundaryless 
career attitudes based on their motivation more specifically intrinsic and subjective motivation. 
Furthermore, employees who adopt contemporary career attitudes are motivated by autonomy 
and growth (Hall, 2002); these form part of the universal and basic needs from the self-
determination theory (Cihangir-Çankaya, 2009; Deci & Ryan, 2000). Additionally, employees 
who adopt a protean career attitude perceive career achievements in the form of more intrinsic 
measures of success such as fulfilment (Hall & Chandler, 2005). Interestingly, the premise of 
the boundaryless career attitude includes the perspective that boundaryless careerists perceive 
career advancement through flexibility in that the individual employee will look for 
employment across organisations and employers (Sullivan & Arthur, 2006). The person-
environment interaction is fundamental as the individual strives for autonomy and self-
organising within his or her environment to pursue development as maintained in the self-
determination theory (Legault, 2017). 
2.7 Conceptual Foundation of Protean Careers 
 
The word protean originated from the name of the ancient Greek god Proteus, who was 
believed to possess the peculiar skill of changing his shapes to avoid risks (Zafar & Bint Mat, 
25 
 
 
2012). The protean career attitude was first introduced by Hall (2002) and was a response to 
the changing perspectives and needs of careerists who involved more autonomy and 
progression as well as individual self-determination.  The protean career orientation is defined 
as 
“ a career in which the person is (i) values-driven in that the individual’s internal values 
provide the guidance and measure of success for their career; and (ii) self-directed in personal 
career management–having the ability to be adaptive in terms of performance and learning 
demands” (Briscoe & Hall, 2006, p.8). Moreover, the protean career has been described by 
Briscoe et al. (2006) as “involving greater mobility, a more whole-life perspective, and a 
developmental progression” (p. 31). A protean career attitude increases an employee’s 
employability chances through self-management activities by employees, allowing them to 
reach their full potentials and accomplish career goals (Briscoe & Hall, 2006). 
As explained by Hall (2004) the protean career attitude involves individuals’ 
engagement in constant transition compared to the organisation in which the individuals’ -finds 
themselves. Protean career attitude-oriented individuals find freedom and progression 
appealing and would refer to career achievements in the form of intrinsic success, such as 
fulfilment (Hall & Mirvis, 1994). The above explanations of the construct of protean career 
attitudes indicate that protean careerists are motivated to reach personal goals that transcend 
monetary achievements. Additionally, a study on Belgian employees by De Vos and De Soens 
(2008) concluded that career success was an outcome of protean career attitudes. This study 
further concluded that individuals with a protean career attitude reported more perceptions of 
career success. Moreover, individuals with a protean career attitude are perceived to have 
proactive personalities and are known to have higher chances of being employable (Briscoe & 
Hall, 2006). 
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Sahu (2016) states that the self-directed career attitude can be understood through self-
determination theory. In self-determination theory, extrinsic motivation involves an 
articulation of the self and the accomplishment of personal goals that are regarded as 
autonomous management (Sahu, 2016). Thus, an individual will likely aspire to accomplish 
personal goals. Moreover, the manifestation of an individual’s self can be seen in the self-
directed attitude of the protean career attitude. According to De Vos and Soens (2008), a 
protean career perspective allows the individual to engage in career management initiatives 
that may include gaining knowledge about oneself and taking practical initiatives. 
There are fundamentally two main dimensions in literature on the protean career 
attitude. The first is self-directedness, in which individuals take extensive control of their own 
careers, also known as the meta-competency of adaptability and involving the ability to adjust 
to transitions and being accountable for one’s own career advancement. The second is a value-
driven attitude in which the person utilises personal values as opposed to imposed 
organisational values, also known as the meta-competency of self-awareness. The individual’s 
own values motivate career paths and these values are utilised to measure the individual’s 
career accomplishments (Briscoe & Hall, 2006). Additionally, Dowd and Kaplan (2005) 
maintain that “a key element of protean careers, to be considered here, is the role of the 
organization in career development. This concept is built on the belief that individuals, not 
organizations, are responsible for managing their own careers” (p. 702). 
2.8 Conceptual Foundation of Boundaryless Career Attitudes 
 
Today, employees expect to work in various organisations throughout their careers and in 
transactional relationships that will allow them to stay employable and beneficial to future 
employers (Fugate, 2006). This is the premise of the boundaryless career attitude. Arthur and 
DeFillippi (1994) are the pioneers of the concept of boundaryless career attitude and these two 
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authors allotted and described the boundaryless career attitude in the following manner: The 
boundaryless mindset refers to an individual’s cognition on their mobility, which speaks to the 
thought processes individuals have about their ability to progress in their careers; these 
individuals would be interested in working with people from different organisations and they 
are optimistic about new experiences and circumstances external to their organisation. On the 
other hand, the mobility preference dimension of the boundaryless career attitude refers to the 
attitude in which the boundaryless careerist moves between jobs, organisations and 
occupations; they are likely to be employed by more than one organisation and in this way 
exceed the boundary of being employed by one or similar organisations. Ultimately, these 
individuals do not perceive any boundaries in their career aspirations. 
Additionally, Arthur, Khapova and Widerom (2005) refer to the boundaryless career 
attitude as the individual’s flexibility within the boundaries of a career. Boundaries in a career 
refer to the physical and psychological boundaries in an individual’s career. Sullivan and 
Arthur (2006) refer to physical flexibility as the action of crossing the boundaries between 
corporate environments, jobs held and the functions within these corporate environments. 
Psychological flexibility involves the individual’s belief that proposed or envisioned career 
changes are possible. Briscoe and Hall (2006) maintained that the boundaryless career attitude 
involves exceeding boundaries in a career and simultaneously re-evaluating the dependence on 
an organisation’s extrinsic recognitions or rewards such as promotions. Individuals who adopt 
a boundaryless career attitude are inclined to search beyond their current employer for 
resources and career opportunities, instead, they will look to external resources and career 
opportunities by networking, seek jobs that give them development or new responsibilities, or 
will regularly change employers (Arthur & Rousseau, 1996; Sullivan & Arthur, 2006). Many 
authors maintain that individuals who have a boundaryless mindset may not necessarily leave 
their respective organisations (Baruch, 2006; Inkson, 2006; Sullivan & Arthur, 2006). 
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However, these individuals are likely to challenge the status quo surrounding conventional 
ways of career advancement and climbing up the corporate ladder (Sullivan & Arthur, 2006). 
They are therefore likely to perceive their career progression and success in a subjective and 
flexible manner. 
It is important to note that very little literature exists on contemporary career attitudes 
in relation to work engagement and demographics, yet Seligman and Czikszentmihalyi (2000) 
maintain that this relationship has important implications for organisations that strive for 
employee performance and engagement. Furthermore, limited research exists on an association 
between contemporary career attitudes, work engagement and demographics in the South 
African context. In line with the previous statement, the current study seeks to address the gap 
in literature into the career-attitude-work engagement relationship in the South African context. 
2.9 Demographics 
 
Literature reveals that employees may report different levels of work engagement based on 
demographics (Sharma, Goel & Sengputa, 2017). However, research on demographic 
differences (such as age, gender or tenure) in correlation with career orientations such as 
contemporary career attitudes has not been explored sufficiently. Research by Kostal and 
Wiernik (2017) provides reasons, presented shortly, for this lack of investigation into 
demographic differences and contemporary career attitudes. The first is that correlations 
between demographic characteristics and contemporary career attitudes (protean and 
boundaryless career attitudes) are often regarded as of secondary interest in published articles. 
Secondly, even though there are demographic differences reported in some articles, these 
results will vary from study to study. For an example, a study by Baruch (2014) reported age 
as having a positive correlation with the protean career orientation, however, in another 
observation a negative correlation was reported, thus making it challenging to report on the 
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significance demographic differences may have in terms of contemporary career attitudes 
(Kostal & Wiernik, 2017). However, Cordeiro and de Albuquerque (2017) maintain that it is 
crucial to consider the impact of culture and contextual environments within which individuals 
find themselves, and how these may impact how an individual’s outlook on his or her career. 
A contextual approach is thus necessary to understand the impact of demographics on career 
attitudes. Thus, demographics plays a crucial role in the perspectives individuals will hold 
about their careers.  
 
2.9.1 Demographics, work engagement and contemporary career attitudes 
An Indian study on how work engagement varies with employee demographics 
revealed that age and experience have a significant difference amongst groups of employees 
(Sharma et al., 2017). In this regard, employees who were older than 28 years old reported 
more levels of work engagement than employees of 28 years and younger and employees who 
had more than nine years of work experience reported higher work engagement levels than 
employees who had worked for less than nine years (Sharma et al., 2017). This proved 
significant in the current study’s undertaking to investigate the effect demographics may have 
on work engagement and employees’ contemporary career attitudes.   
Interestingly, differences in career orientations such as protean and boundaryless career 
attitudes, based on demographics, such as gender will be impacted by the nature of a country’s 
gender inequality tolerance (Kostal & Wiernik, 2017). While gender equality or inequality are 
significant in measuring career success of individuals, some studies show that there are general 
differences in how men and women perceive their careers regardless. In this manner, a study 
by Segers et al (2008) concluded that women indicated more psychological mobility, while 
men indicated more physical mobility. 
A study by Onay and Ataseven (2010) concluded that organisational tenure has a 
significant difference on contemporary career attitudes; more specifically, the study found that 
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employees with 16 and more years organisational tenure have a preference for the self-directed 
attitude of the protean career attitude, while employees with less than a year’s organisational 
tenure reported a preference for the mobility of the boundaryless career attitude. 
 
Hall (2004) maintains that a protean career attitude was more prevalent for younger 
employees than for older employees. Older employees establish careers in line with the needs 
of the organisation and not their own. A study by Baruch, Grimland, and Vigoda-Gadot (2014) 
found that employees reach their optimal level of professional vitality at 57 years of age, which 
is regarded as closely related to protean career attitudes. However, the study by Baruch et al. 
is inconsistent with Hall’s (2004) proclamation that older employees are less inclined to have 
protean career attitudes. Therefore, the effect of age on contemporary career attitude is not 
clear. 
Interestingly, Segers et al. (2008) found that older people become less inclined to 
manage their own career, having a preference for routine and exerting less effort, which is 
related to the self-directed dimension of the protean career attitude. This means that older 
employees may not have a strong sense of the self-directed dimension of protean career 
attitude. However, in the same study, Segers et al (2008) assert that older employees are more 
inclined to stand by their personal values which is related to the value-driven dimension of the 
protean career attitude. Employees’ career perspectives (contemporary career attitudes) will 
change from responsive to inflexible as they grow (Segers et al., 2008). Therefore, older 
employees’ protean career attitudes can be two fold, in that they can possess less of the self-
directed dimension and more of the value-driven dimension of the protean career attitude. 
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2.10 Contemporary Career Attitudes and Work Engagement 
 
In the following sub-sections, contemporary career attitudes and work engagement are 
discussed. Literature pertaining to protean career attitudes, boundaryless career attitudes and 
work engagement is presented. 
2.10.1 Contemporary career attitudes and the Job Demands-Resources model 
  
The boundaryless career refers to career paths where individuals counter the decrease in 
organisational/ job resources by seeking resources or opportunities from outside their current 
employer, such as by changing employers or building an external professional network (Arthur, 
2014). While the protean career refers to individuals taking responsibility for managing their 
own careers and making career decisions based on personal values, rather than organisational 
demands (Briscoe & Hall, 2006; Hall, 1996).  
The application of contemporary career attitudes (protean and boundaryless career 
attitudes) to the job demands-resources model may be in the utilisation of personal resources 
in managing one’s career. Individuals have also become less able to rely on their employers for 
resources, lifelong employment, or opportunities for advancement (Hall, 1996)  this makes it 
even more important for individuals to rely more on personal resources to deal with work. 
Accordingly, the adaptive mindsets associated with contemporary career attitudes is directly 
beneficial to career outcomes by helping individuals to cope better with their career encounters  
(Wiernik & Kostal, 2018). Furthermore, protean careerists engage in self-management career 
behaviours that lead to self-development (De Vos & Soens, 2008) where development has been 
traditionally an organisational resource. Similarly, boundaryless careerists will seek 
opportunities to develop themselves by seeking variety, working with different people and on 
different tasks and fulfil themselves by engaging in self-development (Sullivan & Arthur, 
2006). 
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2.10.2 Protean career attitudes and work engagement 
 
Segers et al. (2008) maintain that the self-directed career attitude of a protean careerist may 
help in engaging employees. Their exploratory analysis to identify consistent motivation for 
work in relation to the protean and boundaryless career attitudes supports the idea that the 
individual employee will express additional effort to fulfil their motivations for work with 
higher levels of engagement in their work. Thus, it seems that the individual’s career attitude 
predicts how much effort one will exert in one’s work without the influence of a manager. It is 
therefore important that the subjective career experiences of employees are acknowledged and 
supported by managers. 
In the results of a study conducted in India on career attitudes influencing employee 
engagement in the chemical industries, Sahu (2016) maintains that in the current modern career 
time, the self-directed career attitude is seen as a crucial career attitude that results in the work 
engagement of employees. Furthermore, this study (Sahu, 2016) found that the ability to 
control one’s autonomy, arising, from one’s personal aspirations and the articulation of the self, 
is associated with engagement and manifests into an employee’s enthusiasm, higher levels of 
accomplishment, determination, inventiveness, and vision (Ryan and Deci, 2000). Thus, it 
seems that the self-directedness attitude impacts on work engagement in a positive manner. For 
organisations to cater to employees with self-directed attitudes, challenging job projects, 
progressive relations with superiors and peers, access to training and future opportunities are 
essential (Hall, 2004).  
2.10.3 Boundaryless career attitudes and work engagement 
 
A study by Briscoe et al. (2012) on the coping strategies in conditions of economic 
recession, with an examination of career attitudes, indicated that protean and boundaryless 
attitudes indicate different relations with work outcomes. The results of the study suggested 
that boundaryless career attitudes correlated negatively with psychological well-being and 
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positively with protean career attitudes. The authors found that career attitudes do influence an 
employee’s state of functioning.  
Sahu’s (2016) study on India chemical industry found that the psychological mindset 
dimension of boundaryless mindset does not influence the experience of work engagement and 
employees who possess the boundaryless mind-set indicate negative relations with 
engagement. Individual employees who indicate high levels of the psychological mobility 
dimension of boundaryless mindset are those who may be searching for opportunities external 
to their organisation, which is said to be anti the experience of engagement. However, the 
proposed study predicts the relationship between boundaryless career attitudes and work 
engagement may follow a negative and/or a positive direction. 
 2.11 Study Hypotheses 
 
Stemming from the literature review, the following were the resulting hypotheses for the 
current study: 
H1: Protean career attitudes are positively or negatively correlated to work engagement. 
H2: Boundaryless career attitudes are negatively or positively correlated to work 
engagement. 
H3: There is a significant positive or negative relationship between work engagement, age, 
gender and tenure. 
H4: There is a significant positive or negative relationship between protean career attitudes, 
age, gender and tenure. 
H5: There is a significant positive or negative relationship between boundaryless career 
attitudes, age, gender and tenure. 
H6: There is a significant mean difference in work engagement according to age, gender 
and tenure. 
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H7: There is a significant mean difference in protean career attitudes according to age, 
gender and tenure. 
H8: There is a significant mean difference in boundaryless career attitudes according to 
age, gender and tenure. 
H9: Contemporary career attitudes and demographic factors (age, gender, and job tenure) 
significantly explain the variance in work engagement in a sample of South African 
employees. 
2.12 Chapter Conclusion 
 
This chapter provided an overview of the study’s main constructs: work engagement, 
protean career attitudes and boundaryless career attitudes, and demographics. Relevant 
literature for the current study’s main constructs was also presented. South African research 
was briefly discussed. The theoretical framework of work engagement, the job demands–
resources model, was presented, while self-determination theory was presented as a theoretical 
framework for contemporary career attitudes (protean career and boundaryless career 
attitudes). The following chapter, research methodology, will be a discussion of the research 
methodologies and strategies employed in the study. 
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CHAPTER 3: RESEARCH METHODOLOGY 
 
3.1 Chapter Introduction 
 
In this chapter an overview of the research methodologies employed in the current study 
are presented. Firstly, the research paradigm will be presented, next, the current study’s 
research approach; and subsequently, the current study’s research design. The sampling 
strategy utilised and participants of the current study will be detailed. This will be followed by 
a discussion of the measurement tools employed in the research study. Importantly, the 
psychometric properties of the measurement tools employed in the current study will be 
discussed. The proposed statistical analyses will also be presented in relation to the hypotheses 
of the current study. Finally, the chapter will conclude with the ethical considerations adhered 
to in the duration of the current study and how this was achieved.  
3.2 Research Paradigm 
 
The quantitative research paradigm is grounded by explaining an observable phenomenon 
that is experienced by individuals who may become participants in a quantitative enquiry 
(Tavakol & Zeinaloo, 2004). The positivist paradigm was chosen for the current study as a 
result of positivist paradigms being utilised in quantitative enquiries. Additionally, the 
characteristics of the positivist paradigm were achieved in the current study by virtue of 
utilising a quantitative research approach. The positivist paradigm involves a focus on 
objectivity, causality, and replicability (Punch, 2014). Patton (2002) describes the positivist 
paradigm as a paradigm with a focus on explaining a relationship in which one event is related 
or correlated to another. According to the positivist paradigm, empirical research must add to 
the body of knowledge (Goodwin & Goodwin, 1984). Importantly, empirical research seeks to 
separate untruthful from truthful scientific knowledge (Patton, 2002). Moreover, to separate 
true scientific from untruthful scientific knowledge the use of independent variables and 
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dependent variables is applied (Grbich, 1997). The researcher attempts to add to the body of 
knowledge in the engagement-career literature particularly in the context of South Africa.  
Since the positivist paradigm relies on measurements and observations, measurement 
tools are essential and should be found to measure that which they are intended to measure and 
do so on a consistent basis (Tavakol & Zeinaloo, 2004). When the measurement tools meet the 
standards described above, the quantitative inquiry can be carried out, in which information 
obtained from the inquiry can be used to explain the reciprocal events of observable phenomena 
(Tavakol & Zeinaloo, 2004). Thus, the practice of reliability and validity is essential in 
positivistic research paradigms. In conclusion, the positivist paradigm was appropriate for the 
current study because it enabled the researcher to investigate the relationship between 
contemporary career attitudes, work engagement, and demographics objectively and add to the 
body of knowledge for the engagement–career literature in South Africa. 
3.3 Research Approach 
 
The current study employed a quantitative approach to address the research objectives at 
hand. Quantitative research methods are utilised to respond to enquiry on correlations between 
variables that can be measured to clarify, predict, and manipulate some phenomenon (Leedy, 
1993).  Quantitative research approaches provide objectivity for the research inquiry (Matveev, 
2002). According to Bergh (2009), a quantitative research approach entails enquiries that make 
use of impartial and mechanical methods to allow the statistical manipulation and interpretation 
of numerical data. Thereafter, discussions or conclusions on phenomena of a quantitative 
research undertaking are made. One advantage of the quantitative research approach is the 
extent to which it controls any subjective influence of the researcher (Matveev, 2002). This 
means that the researcher is not able to manipulate or influence the study’s findings because 
the nature of quantitative approaches is grounded in objectivity. 
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Furthermore, quantitative research involves quantifying data numerically, which forms 
an empirical representation of the construct. Quantitative approaches depend on a positivist 
approach; the language that is used in quantitative research involves hypotheses, variables and 
testing these to inform research and knowledge on phenomena (Evans, 2007). The current 
study’s hypotheses have been given in section 2.11 above. 
3.4 Research Design 
 
A research design characterises the plan that provides direction in a study’s method of data 
collection and examination of data (Yu & Cooper, 1983). For the current study, the cross-
sectional survey design was employed for this purpose– to direct and provide a plan to inform 
the investigation into the study’s proposed relationship: contemporary career attitudes, work 
engagement, and demographics. In cross-sectional survey designs, participants are required to 
respond to a series of items at only one period in time (Rindfleisch, Malter, Ganesan & 
Moorman, 2008). Cross-sectional survey designs are cost- and time-effective and enable a 
study’s respondents to be analysed together at the same time (Burns & Grove, 1993). 
Cross-sectional survey design is appropriate for investigating the prevalence of a 
construct in a populace, often based on a survey in which no follow-up is required, and 
participants are interviewed once (Sedgwick, 2014). The use of cross-sectional survey design 
was not costly to employ, required no follow-up from the respondents, and respondents’ time 
was not required extensively for participation in the current study. 
Fowler (2013) maintains that cross-sectional survey designs can be self-directed, 
enabling the participant to complete the survey at a convenient time, and may be completed 
online or through pen and-paper methods, which reduces administration costs for the 
researcher. Therefore, utilising the cross-sectional survey design in the current study was most 
suitable and even participants who were far in distance from the researcher were able to 
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complete the survey online. The use of cross-sectional survey design enabled the researcher to 
determine the levels of work engagement and extent of a respondent’s contemporary career 
attitudes for the obtained sample of respondents at one point in time. However, according to 
Bless, Higson-Smith, and Kagee (2007), a limitation of the cross-sectional survey design is the 
researcher’s inability to measure and examine change overtime. This means that the researcher 
was unable to observe contemporary career attitudes, levels of work engagement and 
demographics overtime to determine if other factors may mediate or moderate the above 
correlation. 
3.5 Sampling Strategy and Participants 
 
A population is the total number of individuals for which a law of nature is applied (Heiman, 
2011). The target population for the current study was South African individuals who are 
working as employees and characterise their work as careers. Usually, a population is an 
infinite, large group of people, however, an infinite and large group of individuals is difficult 
to measure entirely, which requires researchers to make use of samples (Heiman, 2011). 
Therefore, a sample is a subset group of individuals that is purposed to represent the entire 
population (Heiman, 2011). It was very important to have a closely representative sample of 
the entire population. Respondents worked within various industries (Education, Media, 
Laboratory, Financial, Retail to name a few); no limits were placed on the type of work an 
individual respondent needed to do, and any participant working for at least a year was invited 
to participate in the current study. 
Convenience sampling was utilised for the current study, meaning that the participants 
chosen for the current study were chosen based on the researcher’s accessibility to the 
population (Gravetter & Forzano, 2009). The advantages of utilising convenience sampling is 
that it provides the researcher with ease of access to respondents, recruiting participants is less 
costly, and less time is taken to find participants (Salkind, 2010). Additionally, in the current 
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study, participants were recruited by approaching organisations that were easily accessible to 
the researcher. Moreover, the researcher approached individuals personally, from which leads 
were provided to the researcher in obtaining more respondents. Thus, snowballing sampling 
was also utilised to increase the number of respondents for the current study. Snowball 
sampling is a sampling technique used to complement other sampling techniques; it usually 
includes a respondent recommending more participants to assist the researcher (Handcock & 
Gile, 2011). 
A total of 231 questionnaires were distributed to employees across Johannesburg, Gauteng. 
However, only 211 questionnaires were returned, granting the current study a response rate of 
91%. Respondents worked within various industries (Education, Media, Laboratory, Financial, 
Retail to name a few); no limits were placed on the type of work an individual respondent 
needed to do, and any participant working for at least a year was invited to participate in the 
current study. 
 In gender, the sample was split between 81 male (38.4 %) and 130 female participants 
(61.6 %). The ages ranged from 18 to 62 with an average of 32 years old. In terms of 
relationship status, the highest number of participants were either single, widowers, or widows 
at a combined frequency of 95 (45.0 %); followed by married at a frequency of 56 (26.5 %); 
the third highest for the engaged/ in a relationship category at 50 (23.7 %); and with the lowest 
frequency of 9 (4.3 %) for the divorced category. There was one missing value for relationship 
status, accounting for (0.5%) of the sample.  
Home languages varied across the 11 South African languages; IsiZulu was the most 
common home language of the participants, with a frequency of 52 (24.6 %); then Afrikaans 
at a frequency of 27 (12.8 %); followed by English at 41 (19.4 %); and the remaining languages 
constituted by the other South African languages.  
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Regarding levels of education, most participants indicated a bachelor’s degree/diploma 
as their highest qualification with a frequency of 81 (38.4 %), followed by grade 12 at 61 (28.9 
%); then an honours degree or B-Tech at 39 (18.5 %); Master’s degree at a frequency of 11 
(5.2 %); and lastly, doctorate degree 2 (.9 %). 
 In terms of job level, most participants indicated “other” for their job level, at the 
highest frequency of 66 (31.3 %); followed by professional capacities (IT, finance and HR) 
with a frequency of 65 (30.8 %); while 40 (19.0 %) work in middle management/supervisory 
capacities; 26 (12.3%) participants work as trainees or interns; participants working top 
management constituted a frequency of 8 (3.8 %); and lastly, participants performing specialist 
work constituted a frequency of 6 (2.8 %) .  
Participants were also asked to indicate the number of years they have worked in their 
current job, for which an average of (M= 5.34, SD= 5.86) was attained. 
Table 3.1 below shows the biographical/demographic composition of the study’s 
sample. 
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Table  3.1  
Demographic composition of the sample (n = 211) 
Item Category Frequency Percentage 
Gender 
 Men 81 38.4 
 Women 130 61.6 
 Total 211 100.0 
Relationship status 
 Single/widow/widower 95 45.0 
 Engaged/In a relationship 50 23.7 
 Married 56 26.5 
 Divorced/Separated 9 4.3 
 Total 210 99.5 
 Missing 1 .5 
Home language 
 Afrikaans 27 12.8 
 English 41 19.4 
 Sepedi 16 7.6 
 Sesotho 15 7.1 
 Setswana 25 11.8 
 IsiNdebele 0 0 
 SiSwati 8 3.8 
 IsiZulu 52 24.6 
 IsiXhosa 14 6.6 
 Tshivenda 2 .9 
 Xitsonga 11 5.2 
 Total 211 100.0 
Highest level of education 
 Grade 12 61 28.9 
 Bachelor’s degree/Diploma 81 38.4 
 Honours degree/BTech 39 18.5 
 Master’s degree 11 5.2 
 Doctorate degree 2 .9 
 Other 16 7.6 
 Total 210 99.5 
 Missing 1 .5 
Job level 
 Top management 8 3.8 
 Middle management/Supervisor 40 19.0 
 Professional (IT/HR/Finance) 65 30.8 
 Artisan/Specialist worker 6 2.8 
 Trainee/Intern 26 12.3 
 Other 66 31.3 
 Total 211 100.0 
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3.6 Measuring Instruments  
 
The measuring instruments employed in the current study included a biographical 
questionnaire, a scale that assesses the construct of work engagement, and scales assessing the 
constructs of protean career attitude and boundaryless career attitudes. 
3.6.1 Biographical questionnaire 
 
The biographical questionnaire was used to acquire data including gender, age and length 
of time in current job, marital status, language, and industry. Some examples of the items 
included in the biographical questionnaire are as follows: “What is your gender?”,  “Please 
indicate your age in years” and  “Please indicate the length of time you have been in your 
current job”. 
3.6.2 Utrecht Work Engagement Scale (UWES-9) 
 
To assess the work engagement of the current study’s sample of employees, the Utrecht 
Work Engagement Scale (9 item version; UWES) was administered through a cross-sectional 
survey design. The UWES-9 scale consists of nine items. For the current study, the UWES-9 
was measured using a seven-point Likert-type scale ranging from 0 (Strongly disagree) to 6 
(Strongly agree); 0 indicates a low level of work engagement while 6 indicates high levels of 
work engagement. The UWES-9 measures three dimensions: vigour, dedication, and 
absorption (Schaufeli et al., 2002). The total score as opposed to the individual scores of the 
scale was used to measure employees’ levels of work engagement.  This is because a one factor 
model of work engagement was more preferable for the current study, it reduced translation 
issues for the South African sample. Furthermore, Schaufeli and Bakker (2003) maintain that 
the total score for work engagement may at times be more useful in empirical research as a 
result of the moderate to high correlations between the dimensions. Examples of items found 
in the scale include “Time flies when I am at work”, “I am immersed in my work”, and “I am 
proud of the work that I do”. Reliability coefficient of a measurement scale is an indication of 
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the extent to which the utilised scale has no chance for inaccuracy (Pallant, 2011). To ensure 
reliability within the current study, the UWES-9 was used; it has a Cronbach’s alpha of .77 on 
the vigour dimension, .78 for the absorption dimension, and .85 for dedication dimension (De 
Bruin & Henn, 2013). 
 
3.6.3 Protean and boundaryless career attitudes scales 
 
The protean career attitudes of the current study’s sample were assessed through two 
subscales: Self-directed career management (SDCM) and values-driven (VD). The self-
directed career management subscale consists of eight items and the values driven subscale 
comprises six items. For the current study, the subscales were measured using a seven-point 
Likert-type scale ranging from 0 (Strongly disagree) to 6 (Strongly agree); 0 indicates a low 
degree of the protean career attitude while 6 indicates a high degree of the protean career 
attitude. Total scores were used to obtain the degree of an individual’s protean career attitude. 
Some of the items include “Ultimately, I depend on myself to move my career forward” for the 
SDCM scales, and “What I think about what is right in my career is more important to me than 
what my company thinks” for the VD scale. Reliability coefficients for the SDCM and VD 
scales, respectively, are as follows- .82 and .61 for an undergraduate sample, .75 and .76 for an 
MBA sample, and .86 and .71 for an executive sample (Briscoe et al., 2006). 
The boundaryless career attitude of the current study’s sample was measured using two 
subscales: boundaryless mindset (BM) and mobility preference (MP). The boundaryless 
mindset consists of eight items while the mobility preference subscale contains five items. For 
the current study, the subscales were measured using a seven-point Likert type scale ranging 
from 0 (Strongly disagree) to 6 (Strongly agree); 0 indicates a low degree of boundaryless 
career attitude, while 6 indicates a high degree of boundaryless career attitude. Total scores of 
the subscales were used to determine the degree of the sample’s boundaryless career attitudes. 
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Examples of the items on the two scales of the boundaryless career attitude include “I am 
energised in new experiences and situations” for the BM scale and “I prefer to stay in a 
company I am familiar with than to look for employment elsewhere” for the MP scales.  
Reliability coefficients for the BM and MP scales, respectively, are as follows- .87 and .66 for 
an undergraduate sample, .87 and .78 for an MBA sample, and .84 and .52 for an executive 
sample (Briscoe et al., 2006). 
3.7 Data Analysis 
 
This section comprises of a discussion of the different data analyses that were conducted 
for the current study. Statistical analyses were conducted using SPSS version 25. SPSS is a 
statistical analysis package that carries out functions from simple descriptive statistics such as 
means, to much more complicated analyses, such as regression analyses (Arkkelin, 2014). The 
SPSS statistical analysis is a resourceful package and has the benefit of being continually 
effective and the ability to perform a number of analyses (Arkkelin, 2014). The data of the 
current study were analysed in terms of descriptive and 0181 statistics, correlations, and 
regression. 
3.7.1 Descriptive statistics 
 
Descriptive analysis helps to obtain important information from large volumes of data 
(Wegner, 2007). Heiman (2011) describes descriptive statistical analysis as the process of 
classifying and summarising sample data in order to describe the characteristics of the sample 
and help to understand the results without looking at each score. Additionally, Pallant (2011) 
maintains that descriptive statistical analysis helps to analyse any violations of the assumptions 
of the statistical analysis techniques that will be used to address research questions. For the 
current study, descriptive statistics were carried out to obtain the mean, frequencies, standard 
deviation, kurtosis, and skewness of the study’s data. The distribution of the data provides an 
indication of how representative the sample is of the entire population (Wegner, 2007).  
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3.7.2 Inferential statistics 
 
According to Statistical Solutions (2017), in inferential statistics there are common 
assumptions made before statistical analysis may be carried out, such as normality. Inferential 
statistics refer to the process of determining whether the data of the sample adequately 
represent a relationship in the population; thus, the inferential statistical analysis process is 
about making inferences about scores and relationship in the population (Heiman, 2011).  
Furthermore, a sample t-test was used in the current study to determine whether the 
study’s sample means were significantly different across demographic factors. Specifically, the 
t-test was used for the current study to determine whether South African employees differ 
significantly in their degree of contemporary career attitudes and levels of work engagement 
across demographic factors (age, gender, and job tenure).  
3.7.3 Correlations 
 
To analyse the correlation between contemporary career attitudes- (protean and 
boundaryless career attitudes), work engagement, and demographic factors, the correlation test 
was used. The correlation tests depict the power and control of the correlation concerning two 
continuous variables (Banyard & Miles, 2007). Thus, the correlation analysis indicates how 
strong the relationship between contemporary career attitudes and work engagement is, and in 
what direction this correlation moves. To do this, an analysis of the Pearson correlation 
coefficient r will indicate the direction of the relationship between work engagement and 
protean career attitudes, and the relationship between work engagement and boundaryless 
career attitudes. The Pearson correlation coefficient will also allow the researcher to determine 
whether there is statistical significance between the above mentioned hypothesised 
relationships. To achieve statistical significance, analysis of the p-value will be performed. 
When the p-value is less than the standardised value of 0.05, it will be concluded that there is 
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a statistical significance in the relationship between protean career attitudes and work 
engagement and boundaryless career attitudes, and work engagement. The strength of the 
above relationships will be determined by analysing the correlation coefficient r for which a 
value of 0.1 to 0.29 is a small significant effect, 0.30 to 0.49 is a medium significant effect, 
while 0.5 to 1 is a large significant effect (Cohen, 1992). 
3.7.4 Regression 
 
Standard linear regression is used to establish the impact the independent variable has on 
the dependent variable (Statistical Solutions, 2017). In the current study, the regression was 
used to determine whether contemporary career attitudes and demographic factors significantly 
explained the variance in work engagement. 
3.8 Ethical considerations 
 
Throughout the duration of the study, standards of ethical code of conduct for the field of 
psychology, and specifically industrial/organisational psychology, were upheld.  The 
following is a discussion of the ethical adherence standards maintained in the current study, 
and how these were achieved. 
3.8.1 Ethical clearance 
 
Ethical clearance was sought out and obtained from the University of Johannesburg’s 
research committee. 
3.8.2 Respect and dignity 
 
Aligned with critical acceptable standards of operation for psychologists, participants in the 
current study were treated with respect and dignity. It was crucial to be honest with participants 
and explain all relevant aspects of the study with them throughout the study’s undertakings. 
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3.8.3 Informed consent 
 
Informed consent was obtained prior to the respondents’ participating in the study. 
Informed consent was also ensured by providing participants with a short description of the 
research undertaking, such as the purpose of the study and the use of the information provided 
to the researcher by their completion of the questionnaire. Participants were required to agree 
to participate in the study, and thus provide consent, by providing their signature on the paper 
and- pen response format, while the online questionnaire asked a preliminary question as to 
whether they agreed consent to participate in the study, and thus consent was obtained by 
clicking a button. 
3.8.4 Anonymity and Confidentiality 
 
Anonymity was maintained by ensuring that personal and identifiable information was not 
obtained from participants. Participants were informed that the information they provided 
would be treated with confidentiality and that they had the right to withdraw from the study at 
any time without suffering any consequences.  
 
3.8.5 Voluntary participation 
 
The voluntary nature of participation in the study was also verbally communicated to the 
paper and-pen participants, while the online survey informed participants of voluntary 
participation on the description section presented before commencing the survey. The 
researcher allowed participants to ask questions and provided contact details in the event that 
participants required any clarification.  
3.8.6 Storage and safety of information 
Once all the information was obtained from the participants, it was stored in a safe 
location by the researcher. The information was utilised solely for the purpose of the study.  
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3.8.7 Non-maleficence and beneficence 
 
Lastly, participants were treated well; the researcher cared to prevent any psychological 
harm and was thus cognisant of non-maleficence and beneficence, which relates to the 
treatment of research participants and the avoidance of doing harm to the research study’s 
respondents and stakeholders. 
3.9 Chapter Conclusion 
 
The present chapter provided an overview of the research paradigms employed by the 
researcher, the research method was presented, followed by the research design. The 
measurement tools and statistical analyses were detailed. The following chapter, Results and 
Discussion will provide a detailed discussion of the study’s findings and statistical analyses. 
The chapter is a presentation of the results obtained from the current study and a discussion of 
these results. Chapter 5 will present the general conclusions, limitations, and recommendations 
of the study. 
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CHAPTER 4: RESULTS AND DISCUSSION 
4.1 Chapter Introduction 
 
The purpose of this chapter is to present and discuss the results stemming from the data 
collected by means of the surveys distributed to the study’s sample. Firstly, the reliability 
statistics of the current study’s scales are presented and discussed. Next, will be a discussion 
and presentation of the descriptive statistics of the current study’s scales. Thereafter, 
correlational results will be discussed and presented, followed by inferential statistics, and 
standard linear regression results. 
4.2 Confirmation of Reliability of Scales 
 
Cronbach’s coefficient alpha α (Cronbach, 1951) is the traditional form used to confirm 
reliability of measures. It involves the level of interrelatedness of a set of items created to assess 
a single construct (Netemeyer, Bearden, & Sharma, 2003). For the current study, Cronbach’s 
alpha was used to assess the reliability of the scales used. As depicted in Table 4.1 reliability 
coefficients obtained for each scale were all above the minimum acceptable value of .70 
(Netemeyer et al., 2003), which indicates that all the scales used in the current study performed 
reliably. The reliability of a measurement indicates the ratio of variance of a true score to the 
variance of the observed score (Netemeyer et al., 2003). A measure is considered reliable when 
it consistently assesses what it is anticipated to assess (Roodt, 2009).  
Table 4.1 
Reliability of scales 
Scale N of items αA 
Protean career attitudes 14 0.817 
Self-Directed Career Management 8 0.809 
Values-Driven  6 0.711 
Boundaryless career attitudes 13 0.822 
Boundaryless Mindset 8 0.865 
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Mobility Preference 5 0.847 
Work Engagement  9 0.915 
Note: α = Cronbach’s alpha 
 
4.3 Descriptive Statistics 
 
Descriptive statistics were run for the scales utilised in the study to test for normality 
of the data. These are summarised in Table 4.3.  
An indication of an individual’s level of work engagement and degree of contemporary 
career attitudes was obtained by calculating the average mean scores of the scales. To obtain 
the average mean scores, the total mean score of each scale was derived and calculated through 
the Statistical Package for the Social Sciences (SPSS) (Arkkelin, 2014), by adding all the items 
of each scale and dividing by the number of items of each scale to indicate an individual’s score 
on the variable being assessed. Based on this background, the following conclusions can be 
assumed: Based on the seven-point Likert-type scale with the options 0 (strongly disagree), 1 
(disagree), 2 (somewhat disagree), 3 (neither disagree/agree), 4 (somewhat agree), 5 (agree) 
and 6 (strongly agree) the sampled South African employees reported an average of (M=4.23, 
SD= 1.10) for level of work engagement, which means that they are slightly engaged in their 
work. Additionally, on a scale of 0 (strongly disagree) to 6 (strongly agree), the sample of 
South African employees reported an average of (M=4.69, SD=.87) for the self-directed career 
management dimension of the protean career attitude, which may indicate that they agree to a 
fair agree that they are responsible or in full control for their own career path. Additionally, 
participants slightly agree that they can make decisions motivated by their own values 
concerning their careers with an average mean score of (M=4.28, SD=1.04) for the values-
driven dimension of protean career attitude. In terms of the boundaryless career attitude and its 
dimensions, the sample of the current study indicated an average of (M=4.76, SD=.92) for 
boundaryless mind-set which may indicate that on average, all of the participants show a fair 
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degree that they prefer a career that requires them to work in more than one organisation at 
once. Additionally, for the mobility preference dimension, an average of (M=3.30, SD=1.47) 
was obtained, which indicates that participants neither agree nor disagree in a preference for a 
career in the same organisation. Lastly, as depicted in Table 4.2 the skewness (<|2|) and kurtosis 
statistics (<|4|) indicate that the data was normally distributed and can be perceived as a valid 
representation of the population. 
Table 4.2   
Descriptive statistics of scales 
Scale 
Mean 
average 
SD Skewness Kurtosis 
Work engagement 4.23 1.10 -.732 .089 
Protean career attitude 4.52 .77 -1.339 5.170 
Self-directed career management  4.69 .87 -1.280 3.605 
Values driven 4.28 1.04 -1.115 1.526 
Boundaryless career attitude  4.21 .86 -.258 -.343 
Boundaryless mindset 4.76 .92 -.801 .212 
Mobility preference 3.30 1.47 -.180 -.548 
 
4.4 Correlations 
 
Correlational analyses were conducted to investigate the hypothesised correlation between 
work engagement, protean career attitudes and boundaryless career attitudes. The following 
are the current study’s correlational hypotheses: 
H1: Protean career attitudes are positively or negatively correlated to work engagement: 
Accepted  
H2: Boundaryless career attitudes are negatively or positively correlated to work 
engagement: Accepted 
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Protean career attitudes were hypothesised as having either a positive or negative correlation with work engagement, and boundaryless 
career attitudes were hypothesised as correlating negatively or positively with work engagement. Based on this background, the results of the 
current study are depicted in Table 4.3. As depicted in Table 4.3, work engagement has a statistically significant and positive relationship with 
protean career attitudes (medium effect; r= .319; p < .00). This means that high scores on protean career attitudes are associated with high 
scores in work engagement. Additionally, work engagement has a positive insignificant relationship with values driven (small effect; r= .138; 
p>.000).  While, the self-directed career management dimension indicated a positive significant relationship with work engagement (medium 
effect; r= .375; p <.000). Work engagement has a statistically insignificant and negative relationship with boundaryless career attitudes (small 
effect; r= -.114; p >.000). Mobility preference, a dimension of boundaryless career attitudes indicates a negative correlation with work 
engagement (medium effect; r= -.359; p >.000). While, boundaryless mind-set indicated a positive insignificant correlation to work engagement 
(small effect; r= 181; p >.000). Age indicated an insignificant and positive correlation to work engagement (small effect; r= .174; p >.000). 
Age indicated a negative significant correlation to boundaryless career attitudes (small effect; r= -.229; p <.000). While age and protean career 
attitudes have a positive insignificant correlation (small effect; r= .086; p >.000). Regarding gender,  a negative insignificant correlation exists 
between boundaryless career attitudes and gender (small effect; r= -.017; p >.000). Furthermore, gender has a statistically insignificant and 
negative correlation to protean career attitudes. (small effect; r= -.029; p >.000).  Job tenure has a positive statistically insignificant relationship 
with work engagement (small effect; r= .072; p >.000). Job tenure has a negative significant correlation with boundaryless career attitudes 
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(small effect; r= -.292; p <.000). Lastly, job tenure has a negative insignificant correlation with protean career attitudes (small effect; r= -.039; 
p >.000). 
 
Table  0.3 
Correlation matrix of work engagement, protean career attitudes, boundaryless career attitudes and demographic factors (n =211) 
Item PCA SDCM VD BCA BM MP WE Age Gender 
Job 
Tenure 
Protean career attitudes 1 .840** .801** .364** .502** .060 .319** .086 -.029 -.039 
Self-directed career management .840** 1 .347** .282** .409** .023 .375** .075 -.034 -.058 
Values driven  .801** .347** 1 .334** .404** .117 .138 .056 -.021 -.004 
Boundaryless career attitudes .364** .282** .334** 1 .767** .764** -.114 -.299** -.017 -.292** 
Boundaryless mindset .502** .409** .404** .767** 1 .173* .181** -.248** .026 -.287** 
Mobility preference .060 .023 .117 .764** .173* 1 -.359** -.194** -.057 -.150* 
Work engagement .319** .375** .138 -.114 .181** -.359** 1 .174* -.078 .072 
Age .086 .075 .056 -.299** -.248** -.194** .174* 1 -.032 .694** 
Gender -.029 -.034 -.021 -.017 .026 -.057 -.078 -.032 1 -.017 
Job tenure -.039 -.058 -.004 -.292** -.287** -.150* .072 .694** -.017 1 
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Note: ** Correlation is significant at p < 0.01 level (2-tailed) 
*Correlation is significant at p < 0.05 level (2-tailed) 
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4.5 Inferential Statistics 
 
In the following subsections, the results of the independent-samples t-test are discussed and 
presented in context to the current study. Table 4.4, Table 4.5, and Table 4.6 illustrate the 
results of the current study’s results for gender, age, and tenure, respectively. 
4.5.1 Independent- samples t-tests. 
 
Independent-samples t-test were applied to compare mean score differences of genders, age 
and job tenure of employees with contemporary career attitudes (protean career attitudes 
and boundaryless career attitudes) and work engagement. The results of the independent-
samples t-tests are briefly discussed below. 
4.5.1.1 Gender, work engagement, and contemporary career attitudes. 
 
4.5.1.1.1 Gender and work engagement 
 
The independent-samples t-test revealed that there are no significant mean differences in 
work engagement between male (M= 4.3433, SD=.98720) and female (M= 4.1662, SD=10.51; 
t=1.116, p=.266, two-tailed) participants.  
4.5.1.1.2 Gender and protean career attitudes 
 
The independent-samples t-test revealed that there are no significant differences for the 
male (M=4.5842, SD= .72146) and female (M= 4.5024, SD=.79984; t=.412, p=.681, two-tailed) 
participants of the current study with regards to protean career attitudes. Thus, no significant 
differences in the degree of protean career attitude were found between male and female 
participant of the current study’s sample. Additionally, with regards to the dimensions of the 
protean career attitudes, no significant mean differences were indicated between male 
(M=4.7234, SD=.79074) and female (M=4.6617, SD=.92629; t=.493, p=.623, two-tailed) 
participants for the self-directed career management dimension. Alongside this, no significant 
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difference in means was found between male (M=4.3066, SD=.92062) and female (M=4.2623, 
SD=1.11194; t=.297, p=.767, two-tailed) participants for the value driven dimension. 
4.5.1.1.3 Gender and boundaryless career attitudes 
In terms of the boundaryless career attitude, no significant differences in scores for male 
(M= 4.2250, SD= .79488) and female (M=4.1954, SD= .90425; t.239, p=.811, two-tailed) 
participants were found in the current study’s sample. With regards to the dimensions of 
boundaryless career attitude the following results were found: Boundaryless mind-set indicated 
no significant differences in mean scores between the current study’s male (M=4.7344, 
SD=.94538) and female (M=4.7823, SD=.90010; t=-.364, p=.716, two-tailed) participants. 
Lastly, the independent-sample t-test mobility preference dimension revealed that, in the 
current study, no significant differences existed for male (M=3.4074, SD=1.28509) and female 
(M=3.2338, SD=1.57817; t=.873, p=.384, two-tailed) participants. 
4.5.1.2 Age, work engagement, and contemporary career attitudes 
 
4.5.1.2.1 Age and work engagement 
Age may explain and impact the levels of work engagement and career perspectives 
(protean and boundaryless career attitudes) adopted by employees (Loonen, 2016). One Indian 
study on how work engagement varies with employee demographics revealed that age and 
experience have a significant difference amongst groups of employees (Sharma et al., 2017). 
Employees who were older than 28 years old reported more levels of work engagement than 
employees of 28 years and younger. Therefore, it was important to analyse how the two 
different age groups, as coded in the current study, will experience work engagement and 
contemporary career attitudes. Age, as a continuous variable was converted into two codes, 
namely 1 = (ages between 18 and 35), and 2= (ages above 36 years and above). Interestingly, 
the independent-samples t-test indicated that there were no significant differences in work 
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engagement between individuals between 18-35 years (M= 4.1846, SD= 1.14813) and 
individuals 36 years and older (M= 4.3301, SD=1.01137; t=-.891, p= .374, two-tailed).  
4.5.1.2.2 Age and protean career attitudes 
Additionally, there were no significant differences in the degree of protean career 
attitudes for employees between the age of 18 and 35 years of age (M=4.5027, SD=.80457) and 
those 36 years and older (M=4.5565, SD= .69392; t=-.466, p=.642, two-tailed) for the current 
study’s sample. In terms of the two dimensions of protean career attitudes, the following results 
were found in the current study: self-directed career management was not found to differ 
significantly in mean scores for participants between the age of 18 and 35 years of age 
(M=4.6560, SD=.89741) and participants 36 years and older (M= 4.7446, SD=.83672; t=-.685, 
p=.494, two-tailed). The values driven dimension indicated similar results, there were no 
significant differences in mean scores between participants aged 18 and 35 (M=4.2873, SD= 
1.03739) and those participants 36 years and older (M=4.2657, SD=1.04566; t=.140; p=.889, 
two-tailed). 
4.5.1.2.3 Age and boundaryless career attitudes 
In terms of boundaryless career attitudes, significant differences exist between the mean 
scores of employees aged 18-35 (M=4.3556, SD= .78135) and employees 36 years and older 
(M=3.9164, SD=.93866; t=3.340, p=.001, two-tailed). This means that the boundaryless career 
attitude of participants between the ages of 18 and 35 vary from those who are 36 years and 
older. The dimensions of boundaryless career attitudes with age indicated the following: a 
significant difference exists in mean scores of participants between 18 and 35 years of age 
(M=4.9157, SD=.79525) and participants 36 years and older (M=4.4656, SD=1.05977; t=3.109, 
p=.002, two-tailed) regarding boundaryless career mind-set. Mobility preference dimension 
indicated different results, no significant mean scores were found for participants between 18 
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and 35 years of age (M=3.4374, SD=1.43488) and participants 36 years and older (M=3.0361, 
SD=1.51586; t=1.889, p=.060, two-tailed). 
4.5.1.3 Job tenure, work engagement and contemporary career attitudes 
 
4.5.1.3.1 Tenure and work engagement 
Onay and Ataseven (2010) found that employees with 16 and more years organisational 
tenure have a preference for the self-directed attitude of the protean career attitude, while 
employees with less than a year’s organisational tenure reported a preference for the mobility 
of the boundaryless career attitude. It was therefore significant to analyse and code/group the 
years spent on current job from the study’s sample to investigate any interesting outcomes 
between tenure, work engagement and contemporary career attitudes. Therefore, job tenure as 
a continuous variable, was coded into two categories, 1 (= having spent less than five years 
working in current job) while 2 was coded as (six or more years working in current job). 
The results of the independent-samples t-test indicated that there is no statistically 
significant difference in work engagement of employees with less than five years in their 
current job (M=4.2008, SD=1.13665) and those with six or more years working in their current 
job (M=4.2968, SD= 1.04210; t=-.590, p=.556, two-tailed).  
4.5.1.3.2 Tenure and protean career attitudes 
In terms of protean career attitudes, the results of the current study revealed that there 
are no statistically significant mean differences between employees who have been employed 
for less than five years in their current job (M=4.5247, SD= .79676) and those who have spent 
six or more years in their current job (M=4.5130, SD= .71152; t=.101, p=.920, two-tailed). This 
indicates that the length of time the employees have been in their current job has no impact on 
an employee’s degree of protean career attitude. The dimensions of the protean career attitude 
results are presented as such: self-directed career management indicated no significant mean 
differences between participants who had been in their current job for 5 or fewer years 
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(M=4.6920, SD=.88969) and those participants who have worked for 6 and more years in their 
current job (M=4.6728, SD=.84972; t=.148, p=.882, two-tailed). Additionally, values driven 
dimension showed no significant mean differences for participants employed for less than five 
years in their current job (M=4.2938, SD=1.03528) and the participants who had worked at 
their current job for 6 or more years (M=4.2525, SD=1.04956; t=.268, p=.789, two-tailed). 
 
4.5.1.3.3 Tenure and boundaryless career attitudes 
Regarding boundaryless career attitudes, significant differences in mean scores were 
found between employees with less than five years’ in their current job (M=4.3721, SD= 
.78779) and employees with six or more years in their current job (M=3.8841, SD= .91147; 
t=3.996, p=.000, two-tailed). The dimensions of boundaryless career attitudes are reported as 
follows: the boundaryless mindset dimension indicated significant mean differences between 
participants with less than five years in their current job (M=4.9056, SD=.82964) and the 
participants with six years and more in their current job (M=4.4855, SD=1.01517; t=2.968, 
p=.004, two-tailed). The mobility preference indicated significant mean differences for 
participants employed for less than 5 years in their current job (M=3.4879, SD=1.42716) and 
those participants who have worked for six or more years in their current job (M=2.9229, 
SD=1.49794; t=2.664, p=.008, two-tailed). 
Table  0.4 
Results of independent samples t-test for contemporary career attitudes and work engagement: 
Gender 
Outcome Variable T Sig Df Std. dev 
Work engagement 1.116 .266 203 .98 
Protean career attitudes .412 .681 197 .72 
Boundaryless career attitudes .239 .811 .202 .79 
Self-directed career management .493 .623 .204 .79 
Values driven .297 .767 .201 .92 
Boundaryless mindset -.364 .716 202 .94 
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Mobility preference .873 .384 194.489 1.28 
Note: Sig is significant at p < 0.05 
 
Table  0.5  
Results of independent samples t-test for contemporary career attitudes and work 
engagement: Age 
Outcome Variable T Sig Df Std. dev 
Work engagement -.929 .266 153.038 1.14 
Protean career attitudes -.466 .642 197 .80 
Boundaryless career attitudes 3.340 .001* 117.232 .78 
Self-directed career management -.685 .494 204 .89 
Values driven .140 .889 201 1.03 
Boundaryless mindset 3.109 .002* 108.225 .79 
Mobility preference 1.889 .060 209 1.43 
Note: Sig is significant at p < 0.05 
 
Table  0.6 
Results of independent samples t-test for contemporary career attitudes and work engagement: 
Tenure 
Outcome Variable T Sig Df Std. dev 
Work engagement -.590 .556 203 1.13 
Protean career attitudes .101 .920 197 .79 
Boundaryless career attitudes 3.966 .000* 202 .78 
Self-directed career management .148 .882 204 .88 
Values driven .268 .789 201 1.03 
Boundaryless mindset 2.968 .004* 115.518 .82 
Mobility preference 2.664 .008 209 1.42 
Note: Sig is significant at p < 0.05 
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4.6 Linear Regression 
 
To analyse the extent to which protean career attitudes and boundaryless career attitudes 
and demographic factors predict work engagement, a multiple linear regression was performed. 
Pallant (2011) states that, to analyse the predictive power of the independent variables on the 
dependent variable, the standard multiple regression analysis is commonly used.  
In the model, work engagement was entered as the dependent variable, the following 
variables entered as independent variables: dimensions of protean career attitudes: self-directed 
career management and values-driven; dimensions of boundaryless career attitudes: 
boundaryless mindset and mobility preference; and lastly, demographic factors: age, gender, 
and tenure. Thereon the regression model was explored. The results of the standard multiple 
regression are presented in Table 4.7. 
From the model, it was indicated that protean career attitudes, boundaryless career 
attitudes and demographic factors predict 30.5% of work engagement at a significant value of 
p <0.001. This means that contemporary career attitudes and demographic factors account for 
30.5% of variance in work engagement. The following is a brief discussion of the results of the 
contribution of each independent variable in predicting the dependent variable.  
Self-directed career management predicts work engagement and this is a statistically 
significant contribution (β = .305, p < .001). Values-driven predicted work engagement at a 
non-statistically significant contribution (β = .008, p > .001). 
Boundaryless mindset predicts work engagement a non-statistically significant 
contribution (β = .146, p > .001). Mobility preference predicts work engagement and this is a 
statistically significant contribution (β = –.376, p < .001). Mobility preference predicts work 
engagement at the highest beta value amongst the independent variables tested. 
Age predicts work engagement at .116 and makes a non-statistically unique 
contribution to work engagement (β = .116, p > .001). Gender predicted work engagement at a 
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non-statistically significant contribution (β = –.089, p > .001). Lastly, tenure predicted work 
engagement however, this is not a statistically significant contribution (β = –.007, p > .001). 
The results of the regression model are presented in Table 4.7 below. 
Table  0.7 
Regression model of work engagement, contemporary career attitudes and demographic 
factors 
Variable 
Standardised 
Coefficients 
Beta 
R 
Square 
Sig F 
Unstandardized 
Coefficients 
   
Work 
engagement 
 .305 .000 11.751 2.383    
Self-directed 
career 
management 
.310  .000  .391    
Values 
driven 
.008  .913  .008    
Boundaryless 
mindset 
.146  .055  .175    
Mobility 
preference 
 -.376  .000  -.282    
Age .116  .189  .013    
Gender  -.089  .147  -.202    
Tenure -.007  .938  -.001    
Note: Sig is significant at p < 0.001 
 
4.7 Discussion of Results 
 
In this section, the results of the current study will be discussed interpretively against the 
background of the study’s formulated hypotheses. Previous research findings will be discussed 
as they support the current study’s results.  
4.7.1 Overview of the current study’s objectives 
 
The current study aimed to investigate the relationship between contemporary career 
attitudes (protean career attitudes and boundaryless career attitudes), work engagement and 
demographic factors.  
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Against the background of the aim of the current study, a number of hypotheses were 
formulated. 
Hypothesis 1 stated that protean career attitudes are positively or negatively correlated with 
work engagement. 
Hypothesis 2 stated that boundaryless career attitudes are positively or negatively correlated 
with work engagement. 
Hypotheses H3 to H5 each predicted a significant positive or negative relationship between 
the various possible combinations of work engagement, protean career attitudes, or 
boundaryless career attitudes; with age, gender, or job tenure. Hypotheses H6 to H8 predicted 
significant mean differences in contemporary career attitudes and work engagement according 
to the study’s demographic factors (age, gender and tenure). Hypothesis 9 (H9) predicted that 
contemporary career attitudes and demographic factors predicted the variance in work 
engagement. These hypotheses are listed in full in Section Error! Reference source not 
found.. 
4.8 Contemporary Career Attitudes and Work Engagement 
 
The results of the current study indicated that a positive relationship  exists between the two 
dimensions of protean career attitudes (self-directed career management and values driven) and 
work engagement, which led to the acceptance of the null hypothesis H1.  
These results are supported by a study conducted by Segers et al. (2008), who found 
that the self-directed attitude of a protean career orientation is related to experiencing work 
engagement. The authors found that an individual’s motivation for work will result in their 
exerting additional effort for their work and thus being engaged. Additionally, protean career 
attitudes are related to satisfaction and fulfilment which make it more prevalent for an 
employee to have self-efficacy and determination in their career and work (Hall. 1996). 
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Furthermore, the most hypothesised criterion of the protean career attitude is engagement in 
self-management behaviours (Wiernik & Kostal, 2018). Moreover, personal resources like 
self-efficacy, self-esteem and optimism influence work engagement (Xanthopoulou et al., 
2007). 
The boundaryless mind-set dimension of boundaryless career attitudes is positively 
correlated to work engagement while the mobility preference dimension indicated a negative 
correlation. In support of the latter result of the current study, a study by Sahu (2016) 
maintained that high levels of psychological mobility, is anti the experience of work 
engagement as the employee is believed to be occupied with obtaining opportunities external 
to his or her organisation. In support of the former result, the boundaryless mind-set careerists 
are stereotyped as new career actors and simple agents who are waiting for the next opportunity 
to leave that will arise (Briscoe & Finkelstein, 2009) and thus may be less prone to experiencing 
work engagement within one organisation. 
4.9 Demographic Factors, Contemporary Career Attitudes and Work Engagement 
 
The following subsections are a discussion of the results of the current study with 
regards to demographic factors and contemporary career attitudes and work engagement. 
4.9.1 Demographic factors and work engagement 
The delineation of work engagement is still not well-defined in Africa (Rotich, 
Cheruiyot & Korir 2016). Accordingly, demographics are vital elements to consider in making 
human resource and management-related decisions because they impact performance 
(Kipkebut, 2013). It is thus important to comprehend how work engagement and demographics 
interrelate, and consequently assist in delineating work engagement in the multicultural context 
of South Africa.  
4.9.1.1 Age and work engagement 
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Many studies have maintained that age does relate to work engagement levels, such as 
that by Sharma et al (2017), which revealed that employees older than 28 were more engaged 
than their counterparts younger than 28 years of old. Accordingly, the results of the current 
study revealed that there is a statistically significant relationship between work engagement 
and age leading to the acceptance of hypothesis 3.  
However, there was no statistically significant difference in levels of work engagement 
for employees between the ages of 18 to 35 and employees of ages 36 and older. Accordingly, 
authors Bledow, Schmitt, Frese and Kuhnel (2011) and Xanthopoulou, Bakker, Heuven, 
Demerouti and Schaufeli (2008) also found that none of the common demographic factors such 
as age differences influenced work engagement.  
4.9.1.2 Gender and work engagement 
Gender, was found to be negatively correlated to work engagement in the results of the 
current study. Additionally, no statistically significant differences in work engagement for male 
and female were found in the current study. These findings are consistent with those of studies 
conducted worldwide. One such study is that of Ariani (2013), which found that no statistical 
significance in variation in work engagement between male and female employees existed. 
Additionally, a study by Yadav (2016) measured the engagement of academic personnel in 
India and no statistical difference was found between the female and male participants of this 
study. Banihani, Lewis and Syed (2013) maintained that work engagement is presumed to be 
undetermined by gender and that differences in work engagement reported by employees can 
be explained by individual differences, which may be attributed to family responsibilities in 
which women, being the primary caretakers of their families, can be perceived as being less 
engaged in their work because of the time they may devote to family responsibilities therefore 
both men and women can equally experience work engagement. 
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A study by Tshilongamulenzhe and Takawira (2015) on the effect of gender on 
employees’ work engagement within a South African university found no statistically 
significant differences between male and female participants in terms of levels of work 
engagement. Thus, gender was not found to predict the level of work engagement of employees 
in the university where this study was conducted. Contrarily, however, a study by Schaufeli et 
al. (2006) found that South African and Spanish women showed higher levels of work 
engagement than men.  
Tshilongamulenzhe and Takawira (2015) maintain that the reason that studies on the 
effect of gender on employee engagement in South Africa indicate no gender difference in 
work engagement result from the legislation in the country’s employment landscape. One such 
legislation is the Employment Equity Act 55 of 1998, which purposed to provide equality in 
workplaces and prevent any discrimination in South African workplaces. Thus, all employees 
are mandated to be treated equally regardless of gender and any other attributes, which may 
have provided the platform for all individuals, regardless of their gender, to experience work 
in the same respect. Another factor that may contribute to the lack of gender differences in 
work engagement for South African employees is the existence and activity of trade unions, 
according to authors Tshilongamulenzhe and Takawira (2015). This is because trade unions 
fight the battles of employees, challenge employers on unfair labour practices, and ensure the 
correct implementation of government policies in the workplace. This provides all workers, 
male, and female, the opportunity to experience work fairly, thereby ensure employee 
engagement. 
4.9.1.3 Job tenure and work engagement 
 
A positive insignificant correlation was found between tenure and work engagement in 
the current study leading to the rejection of hypothesis H5. Rice (2009) maintains that the effect 
of job tenure on the three dimensions of work engagement would prove to be a significant 
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investigation. In view of this, the current study’s results indicated that there is no significant 
difference in means in work engagement for employees employed for less than five years and 
employees employed for six years or more. Therefore, job tenure did not impact the level of 
work engagement that employees of the current study experience. This finding is supported by 
Rice (2009), in which the results of the study indicated that tenure does not moderate the 
relationship of the three dimensions of work engagement. 
4.9.2 Demographics and contemporary career attitudes 
Authors Cordeiro and de Albuquerque (2017) maintain that it is crucial to consider the 
culture and contextual environments in which individuals find themselves in and how these 
may impact individuals’ outlook on their careers. Thus, it is crucial to consider investigating 
the impact of demographical factors such as gender and age as important cultural and 
contextual determinants of how individuals perceive their careers and the resulting vocational 
attitudes they hold. 
4.9.2.1 Contemporary career attitudes and age 
 
Hall (2004) maintained that a protean career attitude was more prevalent for younger 
employees than for older employees. Older employees establish careers in line with the needs 
of the organisation and not their own. A study by Baruch, Grimland, and Vigoda-Gadot (2014) 
found that employees reach their optimal level of professional vitality at 57 years of age, which 
is regarded as closely related to protean career attitudes. However, the study by Baruch et al. 
is inconsistent with Hall’s (2004) proclamation that older employees are less inclined to have 
protean career attitudes. Therefore, the effect of age on contemporary career attitude is not 
clear. 
Interestingly, Segers et al. (2008) found that older people become less inclined to 
manage their own career, having a preference for routine and exerting less effort, which is 
related to the self-directed dimension of the protean career attitude. This means that older 
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employees may not have a strong sense of the self-directed dimension of protean career 
attitude. However, in the same study, Segers et al (2008) assert that older employees are more 
inclined to stand by their personal values which is related to the value-driven dimension of the 
protean career attitude. Employees’ career perspectives (contemporary career attitudes) will 
change from responsive to inflexible as they grow (Segers et al., 2008). Therefore, older 
employees’ protean career attitudes can be two fold, in that they can possess less of the self-
directed dimension and more of the value-driven dimension of the protean career attitude.  
In the current study, the results indicated that age is positively but not significantly 
correlated to employees’ protean career attitude this led to failing to accept hypothesis H4. 
Additionally, no significant mean differences existed for age and protean career attitudes. This 
means that in the current study, employees who are between 18-35 and those 36 years and older 
did not show differences in their degrees of protean career perspective. One of the reasons that 
employees’ age is not significantly related to their protean career attitude inclinations may be 
the aspect of continuous learning. Continuous learning assists employees break routine work 
and become adaptive in their work environments (Hall, 2004). Employees who engage in 
continuous learning are also believed to take charge of their own career (Loonen, 2016). Thus, 
when employees partake in continuous learning, they are continuously able to develop in their 
career, which in turn helps them achieve subjective career and personal accomplishments 
regardless of age. 
Cheramie, Sturman and Walsh (2007) found in their study that job-changing, which is 
also seen as the mobility dimension of the boundaryless career attitude, occurs less as an 
employee ages. Additionally, Segers et al (2008) found that younger employees find changing 
employment more desirable than do older employees and older employees will be more 
inclined to work autonomously as they age (Loonen, 2016). Therefore, the boundaryless career 
attitude will be preferred more by younger personnel than older personnel in an organisation, 
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though older employees have larger networks than younger employees both within and external 
to the organisation. However, Segers et al. (2008) found that the psychological mobility 
dimension of boundaryless career attitude is not significantly different to age. In the current 
study, however, it was found that boundaryless career attitude is negatively correlated to age, 
this is a statistically significant correlation. Moreover, in the current study, employees between 
the ages of 18-35 and those employees older than 35 indicated significant differences in their 
degree of boundaryless career attitude. This means that participants between 18 and 35 years 
of age differ in their degree of boundaryless career attitudes from participants who were 36 
years and older. 
4.9.2.2 Gender and contemporary career attitudes 
 
It is important to note that differences in career orientations such as protean and 
boundaryless career attitudes based on demographics such as gender will be influenced by the 
nature of a country’s gender inequality tolerance (Kostal & Wiernik, 2017). As stated in the 
discussion of work engagement and gender, the reason that male and female employees can 
experience the same or equal level of work experience in the current day of work, particularly 
in South Africa, is because of employment legislation such as the Employment Equity Act 55 
of 1998. This act has provided employment environments that liberate individuals, irrespective 
of gender or other attributes, to experience work and careers equally. Accordingly, the results 
of the current study found a negative correlation between self-directed career management and 
the value-driven dimension of the protean career attitude. Additionally, no statistical 
significance between males and females with regards to their degree of protean career attitude 
was found. This means that there were no differences in means found for male and female 
participants of the current study with regards to the degree of protean career attitudes. 
Moreover, a negative correlation between mobility preference and gender was found, 
while a positive correlation was found between boundaryless mindset and gender. 
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Additionally, no statistical significance between male and female participants with regards to 
their degree of boundaryless career attitude was found. This meant that there were no 
differences in means found for male and female participants of the current study with regards 
to the degree of boundaryless career attitude. Thus, according to the current study’s sample, 
there are therefore no differences in how men and women perceive their careers. 
4.9.2.3 Contemporary career attitudes and job tenure 
 
Studies conducted on the impact of tenure on the degree of employees’ contemporary career 
attitudes indicate that tenure is significantly different to contemporary career attitudes. In 
particular, a study by Onay and Ataseven (2010) found that those employees who had worked 
for 16 and more years had an inclination to adopt the self-directed dimension of the protean 
career attitude, while those employees who had worked for less than a year reported a 
preference for mobility of the boundaryless career attitude. This finding, however, is contrary 
to the findings of the current study. Job tenure was found to be negatively correlated to the self-
directed career management, value-driven, boundaryless mindset, and mobility preference, 
dimensions of protean and boundaryless career attitudes. For the current study, employees who 
had worked for less than five years in their current job did not have a significant difference in 
contemporary career attitudes to those employees who had worked for six or more years in 
their current job. 
4.10 Chapter Conclusion 
 
The aim of the chapter was to present the results of the current study and discuss the 
results thereof with supported literature. The results of the current study were analysed based 
on the background of hypotheses of the current study. In this regard, the relationships between 
work engagement, contemporary career attitudes (protean and boundaryless career attitudes) 
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as well as demographics (age, gender and job tenure) were analysed. The following chapter 
will contain the study conclusion with limitations and recommendations for future research. 
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CHAPTER 5: CONCLUSIONS, LIMITATIONS AND RECOMMENDATIONS 
 
5.1 Chapter Introduction 
 
This following chapter concludes the dissertation. Firstly, conclusions will be drawn, 
followed by a discussion of any possible limitations of the current study, lastly 
recommendations are made for future research and work engagement career-related practices 
in the field of industrial and organisational Psychology. 
5.2 Summary of the Study 
 
This section aims to provide a holistic summary of the current study. The study was divided 
into five separate chapters, and each chapter served a specific function to the research process. 
5.2.1 Chapter 1: Introduction 
 
Chapter 1 focused on a discussion around the background of work engagement, 
contemporary career attitudes and demographic factors. A motivation for the study was 
discussed in this chapter and the research purpose and objectives of the current study were 
presented. 
5.2.2 Chapter 2: Literature review 
 
Chapter 2 served as a theoretical basis to review existing literature on contemporary career 
attitudes, work engagement, and demographics. Theoretical frameworks for contemporary 
career attitudes and work engagement were discussed as contextualised for the current study’s 
research undertaking. 
5.2.3 Chapter 3: Research Methodology 
 
Chapter 3 was purposed to describe the research method applied in the current study, the 
sampling procedure in obtaining participants and the measurement tools employed for data 
collection. The chapter concluded with a section on ethical considerations adhered to in the 
current study. 
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5.2.4 Chapter 4: Results and discussion 
 
Chapter 4 provided a presentation of the results of the current study, which was followed 
by a discussion of the results thereof, while supporting literature was presented based on the 
results of the current study. 
5.2.5 Chapter 5: Conclusion  
 
This, the final chapter, aims to provide general conclusions of the current study and present 
limitations and recommendations for future research. 
5.3 Conclusions 
 
5.3.1 Conclusions in terms of the current study’s research objectives 
 
In terms of the first research objective, namely, to conceptualise the theoretical relation 
between contemporary career attitudes and work engagement, the results of the current study 
indicated that protean career attitudes are positively correlated with work engagement (Sahu, 
2016). The two dimensions of protean career attitudes—self-directed career management and 
value-driven-indicated positive correlations with work engagement. This result essentially 
substantiates the theoretical and empirical understanding on work engagement and protean 
career attitudes; thus, the participants in the current study indicated that the general theoretical 
relation between contemporary career attitudes does seems valid for the South African 
employee. Sahu (2016) maintains that protean careerists have a sense of self-determination, 
which may be the reason why employees who have a protean career attitude will be more 
engaged as their personal selves and determination are applied to their career and work. 
Furthermore, the protean careerist will make decisions based on personal values as opposed to 
organisational demands or to obtain material rewards (Briscoe & Hall, 2006). This indicates a 
sense of self-determination by the individual employee exerting more effort into their job and 
career commitments. Additionally, protean careerists will likely engage in self-development 
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activities ( De Vos & Soens, 2008) which may mean they are more prone to being engaged as 
a result of going above and beyond and exerting their true selves in their work. 
Additionally, boundaryless career attitudes were found to be negatively correlated to 
work engagement. The two dimensions of boundaryless career attitudes indicated the following 
results: boundaryless mindset was positively and significantly related to work engagement, 
however, mobility preference was negatively and significantly correlated with work 
engagement. Overall, boundaryless career attitudes were negatively correlated to work 
engagement. Employees with a mobility preference tend to be occupied with searching for 
employment opportunities outside their current employer (Sullivan & Arthur, 2006), which 
may impact their ability to presently apply themselves in their current work responsibilities. 
Furthermore, a mobility preference is said to be anti the experience of work engagement as the 
employee is occupied with searching for new organisations and people to work with over and 
above their current employer (Sahu, 2016). Additionally, boundaryless  mind-set careerists are 
believed to be more career actors than they are employees which means that they are more 
concerned about searching for the next opportunity to leave an organisation (Briscoe & 
Finkelstein, 2009) which may impact their level of work engagement in one job. 
In terms of the second objective, namely, to determine the level of work engagement in 
sample of South African employees, it was found that on average the sample of employees in 
the current study were somewhat engaged. 
In terms of the third objective, namely; to determine the degree of contemporary career 
attitudes in the sample of South African employees, the results of the current study indicated 
that participants displayed a fair degree of protean career attitudes. In terms of boundaryless 
career attitudes, the current study’s sample indicated a slight degree of boundaryless career 
attitude. 
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The fourth objective, namely; to determine the correlation between contemporary 
career attitudes and work engagement in a sample of South African employees, the results of 
the current study indicated that protean career attitudes are positively and significantly 
correlated with work engagement, while boundaryless career attitudes are negatively and 
insignificantly correlated to work engagement. This means that protean career attitudes will 
move in the same direction as work engagement. What was essentially found in the current 
study’s sample is that, a self-directed and values-driven attitude in one’s career will result in 
experiencing engagement in one’s work. Additionally, a boundaryless career attitudes will 
move in opposite directions with work engagement. This means that for the sample of the 
current study, a boundaryless mindset and mobility preference will impede an employee’s work 
engagement. 
The fifth objective was to determine whether there are significant difference in work 
engagement and contemporary career attitudes according to demographic variables. The results 
of the study indicated that age has no significant differences in work engagement and protean 
career attitudes; however, a significant difference was found in age for boundaryless career 
attitudes. This may mean that participants between the ages of 18 and 35 differ in their degree 
of boundaryless career attitude from participants 36 years and older. Gender indicated no 
significant differences in work engagement and contemporary career attitudes. Tenure 
indicated no significant differences on work engagement and protean career attitudes; however, 
a significant difference was found for tenure on boundaryless career attitudes. This means that 
participants in the current study who have worked for less than five years in their current job 
differed in their degree of boundaryless career attitudes from participants who have worked for 
more than five years in their current job. 
The sixth objective, namely; to determine whether contemporary career attitudes and 
demographic factors (age, gender, and tenure) significantly predict the variance in work 
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engagement. The results of the study indicated that contemporary career attitudes and 
demographic factors do predict the variance in work engagement. 
5.4 Limitations of the Study 
 
The current study is not without limitations. The current study’s sample size was not 
sufficiently representative of the population of South African employees; this is because 
participants were from only one province out of South Africa’s nine provinces. A few 
differences in provinces may exist in which impact the experience of working and careers for 
individuals, these differences may involve the fast pace of working environments where the 
pace in a Gauteng or Johannesburg based work environment may differ from the pace of a 
work environment in Durban for an instance. It is commonly believed that Gauteng and 
Johannesburg are business hubs where there is a fast paced work environment as opposed to 
slower paces in work environments in Durban. Additionally, the sampling procedures 
(convenience and snowballing) of the current study limited the sample to employees within the 
Johannesburg area, which, in essence, limits an understanding of the South African employee 
population from across all nine provinces of the country. The current study was conducted on 
a cross-sectional survey design which limits an understanding of the causality of the constructs 
of the study. This means that different variables may account for the results of the study for 
example, a participant who may have indicated a high degree boundaryless career attitude 
might have done so because he or she was in the process of changing jobs and organisations 
and thus the items of the boundaryless career attitude may have been more appealing to respond 
to at the time. Lastly, participants responded to a self-report survey design, which could have 
easily resulted in socially desirable responses or many other types of participant response 
biases. Participants may have been in different states (such as tired) when answering the 
questionnaire, thereby influencing how they responded to the scales. 
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5.5 Recommendations for Future Research and Practice 
 
5.5.1 Recommendations for future research 
 
There are several recommendations for future research to enrich and enlarge the current 
study: 
➢ A larger sample of participants across South Africa would 
provide a more insightful picture of work engagement in correlation to 
contemporary career attitudes and demographic factors in the South African 
context.  
➢ A mixed research approach may be used to limit participant 
response bias, thereby providing truthful and most accurate experiences of 
employees’ experience with work engagement and degree of contemporary 
career attitudes.  
➢ A study exploring the opposite correlations for boundaryless 
career attitudes with work engagement is worth conducting 
➢ Focus groups and interviews can be conducted to allow for an 
enhanced understanding of the current study’s proposed correlation. A 
longitudinal study can be conducted to investigate causality. 
5.5.2 Recommendations for practice 
 
There are a few recommendations for practices, which are briefly presented below. 
➢ From a practical perspective, the current study has provided insight into the 
impact that contemporary career attitudes may have on work engagement. It is 
important for managers and organisations to be aware of the more subjective factors, 
such as contemporary career attitudes, that may positively impact employees’ 
experiences with work engagement.   Perhaps an understanding of the attitudes (protean 
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and boundaryless career attitudes) employees hold about their careers will go a long 
way to help organisations understand how to reward performance, encourage 
engagement and retain talent. 
➢ Furthermore, the study has highlighted that subjective measures of career 
success by employees, such as their attitudes (protean and boundaryless career 
attitudes) may manifest into career behaviour that may impact organisational 
performance (resulting from engaged and productive employees). Managers and 
organisations should have a richer understanding of those career development 
practices that will enhance employees’ subjective career success and work 
engagement, which may ultimately impact organisational productivity and the 
retention of key talent. 
➢ The current study can also provide insight in terms of assisting management to 
recognise that factors such as age and job tenure may determine employees’ 
experience with work engagement. 
➢ The study briefly provided practical reasons for the efficiency of tools such as 
the Employment Equity Act 55 of 1998, which may facilitate the experience of 
employees’ work engagement. This was highlighted by Tshilongamulenzhe and 
Takawira (2015) who maintain that the lack of gender differences in work 
engagement for South Af1rican employees is attributed to the labour legislation 
mentioned above, as it was mandated to provide equal employment 
opportunities for all persons regardless of gender. Thus, both men and women 
may experience work in the same manner. Management can further investigate 
labour legislation to encourage and bring about desirable work behaviours, such 
as work engagement, while recognising the need to support employee career 
successes through knowledge of employees’ contemporary career perspectives. 
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5.6 Chapter Conclusion 
 
The aim of the current study was to investigate the relationship between work engagement, 
contemporary career attitudes, and demographic factors in a sample of South African 
employees. The results indicated that work engagement is positively correlated to protean 
career attitudes and work engagement is negatively correlated to boundaryless career attitudes. 
Furthermore, it was found that age and tenure were significantly different on boundaryless 
career attitudes while gender had no significant differences for both work engagement and 
contemporary career attitudes. 
Organisations can be informed on the relationship between work engagement, 
contemporary career attitudes and demographic factors. The current study will provide insight 
into the career-engagement relationship for the South African context and workforce. 
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